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CHAPTER 1
Introduction
Research of the literature reveals that the
contributions of Black women in higher education
administration have been overlooked, ignored or
neglected.

There are very few primary or secondary

sources documenting Black women's participation or
experiences in higher education administration even
though their history is one of long and continuous
involvement in education.

Most of the primary sources

document their participation throughout the eighteenth
and nineteenth centuries.

Most of the contributions

seemed to be locked within the "confines of either
Black History or Women's History" (Lykes, 1983, p. 82).
According to Smith (1982),
Black women have been allbut [sic] omitted
from consideration as a separate group in studies
of administrators and faculty in institutions of
higher education.

Such studies, if concerned at

all with the racial/ethnic/sex distribution of such
personnel, have covered minorities usually without
specific attention to Black women.

Data are often

presented by sex, less often available by race and
ethnic status, and seldom by race cross-classified
by sex (p. 318).

2

This lack of statistical data on professional Black
women in higher education administration is symptomatic
and descriptive of their status in the nation-considered toe few in number to warrant a separate cell
in statistical tables (Smith, 1982).

The recent

proliferation of the literature about administrative
opportunities for women, according to Jennings (1979)
and Foster (1981), reflects the problems of
socialization, stereotyping, discrimination, and role
models.

It is the researcher's opinion that Black

women remain neglected in the literature while
researchers ignore the double jeopardy, that is, race
and sex discrimination, which continues to plague Black
women administrators as well as the inequities and
elitist attitudes that exist in institutions of higher
education.

"Black women in higher education

administration, [as Carroll asserts,] are isolated,
underutilized, and often demoralized" (cited in Rossi &
Calderwood, 1973, pp. 173-185).
Research has tended to lose Black women by
including them under the broad headings of women,
minorities or Blacks.

It has also confirmed the fact

that most of the literature written about Black women
has been authored by Black and white males and white
females.

Very little has been written about Black

3

women in higher

educa~ion

-

administration, and it was

necessary to rely heavily on the literature covering
the broad heading of women in higher education
administration.

~-

This scarcity of research on Black

women clearly substantiates the need for producing
qualitative and quantitative research on the subject of
Black women in higher education administration,
generally and more specifically in the California

-

~

community colleges.
Some literature supports the contributions and
prominence of Black women in education.

As teachers,

administrators of distinction and founders of
institutions at all levels, they were the pioneers who

:-

~

f--

-

-

i---

~

===-

::0'!1

cleared the educational paths for subsequent
~

generations of Black men and women striving toward
achievement and excellence in all fields.

Although

!

- -j
=---'!

carriers of a tradition of involvement and leadership
in education, Black women are faced with two

•

~ -==-~

-

conflicting views of themselves in the literature
(Berry, 1982).
The first image portrays the Black woman as strong,
competent, self-reliant and dominant while the second
image

~ortrays

-

her as a victim of a sexist and racist

society (Fleming, 1983).

These twin barriers, sexism

and racism, continue to influence the career

=
-
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opportunities available and accessible to Black women
(Jones & Welch, 1979).

Other writers, including

Lykes (1983) and Sedlacek, Brooks, Christensen, Herman
and Merritt (1974), consistently support and report
that Black women are constrained in part because they
live in "double jeopardy," that is, in a racist and
sexist society.

Yet Lykes (1983) contends that "in

contrast to the starkness and negativity of the
experiences of double jeopardy stands the reality of
Black women as survivors who exhibit resourcefulness,
flexibility and creativity" (p. 81).

This positive

view of Black women is continued by Aptheker (1981) who
notes that the literature of Black women "allows us to
see that they do not regard themselves either
exclusively or primarily as victims. •

The

literature overflows with their culture of resistance,
strategies for survival, tactics for revenge, humor and
resilence" (p. 15).

Her experiential background has

made the Black woman a survivor in the labor force and
an aspirant to all fields and levels, particularly in
education.
The absence of research about Black women in higher
education can be attributed to several factors.

First,

writers only recently recognized and authenticated the
contributions of Black people in America.

Second, the

5

-

·~--

visibility of Black women is seldom illuminated even

-~

though they have been leaders, writers, supporters and
tacticians within the Civil Rights and other movements

, ~

-

and in their quest for equal educational opportunity.
This descriptive study partially replicates studies
by Pfiffner (1972) and Hemming (1982) on women
administrators in California community colleges.

~

~

r------

However, this study is unique in that it is undertaken
to identify the role of Black women administrators in
California community colleges and the effect that sex

·-

and race discrimination and affirmative action (AA) has

~-

had on their career advancement.

f--,

th~

This study reflects

d

--=-

i

-=

J

social and psychological factors, including

affirmative action, racism and sexism as explanations
for the status of Black women in higher education
administration.

,........_~

-.

•=
= --=
---,--- "11
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Statement of the Problem
In a review of the literature, no research on Black

_,
!:==':

, .:.;

~= ~~

women administrators in California community colleges
was found.

While there were studies by Pfiffner (1972)

and Hemming (1982) pertaining to women in California
community college administration, there was no attempt

-

~

in either study to explicate data relevant to Black
women.

In fact, researchers tended to ignore any

contrast analyses between sex and race in relation to

=--

i=

6

the professional status of Black women in higher
education administration.

The researcher found no data

pertaining to Black women administrators in California
community colleges which addressed the issues of
aspirations, motivation, barriers, perceptions or
professional status or presence--issues which represent
the problem of this study.

Therefore, the research

focused on the extent to which Black women were
employed full time in the top three-levels of
admioistration in California community colleges, the
effect of sex and race discrimination and affirmative
action on career advancement.
Purpose of the Study
The purpose of this study was four-fold.

First,

it determined the extent to which Black women were
employed full time in the top three levels of community
college administration in California.

Second, it

gathered demographic and attitudinal data about Black
women in community college administration in
California.

Third, it reported the perceptions of

Black women currently employed in top-level positions
regarding race and sex discrimination as they had
personally experienced it and the influences of
affirmative action on career advancement.

Finally,

it reiterated some of the historical trends which

7

,------

··~

influenced the role of Black women in the labor force

--·

as presented in Chapter 2.
The research addressed the following questions:
1.

'= -

Has the representation of Black women

administrators in top level positions in California
community colleges increased or decreased in the last

-

decade?
2.

What does the demographic profile of Black

women administrators portray regarding their
educational level, age, family background, and

;

How are current Black women administrators

motivated to achieve their present positions?
4.

~~

,

. ~ -~

Do current Black women administrators aspire

to higher administrative positions?

--

If so, to what

=-~-:i

positions?
5.

j

=

professional experiences?
3.

"-----

-

Do Black women administrators report that they

-!!

=

-~
~

have experienced race and/or sex discrimination in

:_;
;=-

~

__,o-:==;

their professional careers, particularly in the
community colleges?
6.

Do Black women administrators report that

affirmative action played a significant role in their

-

-

upward career mobility?

-===-

J

=
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7.

What personal and professional characteristics

are identified by Black women administrators for
success in community college administration?
8.

What advice do Black women administrators

offer other Black women aspiring to administrative
positions?
9.

Do the Black women administrators under study

work at colleges which have written affirmative action
plans and have affirmative action officers?
10.

What were Black women administrators'

perceptions regarding affirmative action, its
influence, operation, and level of effectiveness within
their college and district?
Limitations of the Study
1.

The study was limited to an investigation of

79 Black women administrators in California community
colleges holding top-level positions.
2.

The self-reporting method was used for data

collection.
3.

There was no opportunity to validate or

compare the results of the study since no studies were
found on Black women administrators in California
community colleges.
4.

The study was not intended to be predictive or

evaluative.

9

5.

The validity of the data depended on the

information provided by respondents and as such
reflected their perceptions of race and discrimination
and AA on their career advancement.
6.

The study was limited to the scope of the

survey.
7.

The study was limited to Black women in

California community colleges who were employed as
full-time administrators.
Significance of the Study
The results of the study should be significant
because they:
1.

Highlight the extent to which progress has been

made in rectifying the underutilization of Black women
in top-level administrative positions in California
community colleges in the last decade.
2.

Provide current information on the status of

Black women in top level administrative positions in
California community colleges.
3.

Provide data for future research.

4.

Provide demographic data which should be

helpful to other Black women aspiring to administrative
positions in community colleges.

10

5.

Increase societal awareness of the personal and

professional problems and barriers that Black women
face in higher education administration.
6.

Create and publicize information regarding the

professional, educational and personal characteristics
of Black women as presidents, vice-presidents, full
deans, a3sociate and assistant deans, directors, and
their equivalents.
Definition of Terms
For the purpose of this study, the following
definitions are utilized:
1.

Black Woman:

A female of Negroid ancestry

descending from the African branch of the Black race.
2.

Demographic Profile:

A written description of

the vital statistics and/or characteristics of the
specified population.
3.

Higher Education:

Refers to any public

postsecondary educational institution.
4.

California Community College:

Refers to any

public, two-year postsecondary educational institution,
inclusive of any public junior colleges, in the State
of California.
5.

Higher Education Administrator/Community

College Administrator/Administrator:

Includes all

persons whose assignments require primary and major

11

responsibilities for the management of the institution,
or a customarily recognized department or subdivision.
Specific titles include:

president, vice-president,

dean, director or the equivalent, as well as officers
subordinate to any of these administrators with such
titles as associate dean, assistant dean, executive
officers of academic departments, chairpersons, heads,
or equivalents, if their primary activity is
administration.

(Definition from the federal higher

education staff survey--EE0-6.)

This position requires

a California Community College Administrative or
Supervisory Credential.
Assumptions
For the purposes of this research, it was assumed
that:
1.

The descriptive research design was

appropriate.
2.

The self-report method was a valid measure for

data collection.
3.

A carefully worded and pre-tested survey was

appropriate for collecting and analyzing data required
to answer the posited research questions.
4.

The data collected from Black women

administrators in California were an acceptable measure
for developing their demographic profile.

12

5.

Black women aspiring for upward mobility in

higher education administration will benefit from the
demographic profile and ancillary discoveries.
6.

A contribution will be made which will

influence higher education administration as well as
the study of Black women.
Procedures
The population of this study was 80 Black women
administrators in the 106 community colleges in the
State of California during the 1984-85 academic year.
The researcher was eliminated from the study;
therefore, the selected sample included 79 Black women
administrators.

The names of these women were secured

from their community college districts' affirmative
action contact person.

The names of the contact

persons were secured from the Chancellor's office
Affirmative Action Unit report and cross-referenced
with a list of participants at the fall Affirmative
Action Conference.

Personal contact was made by the

researcher at that conference with all the affirmative
action officers to explain the study, notify them of
the letter requesting that they identify Black women
administrators in their district, and to address any of
their concerns.

At the same time, they were asked to

identify the number of Black women administrators in

13
c-

their district. Subsequently, a personalized letter was
sent to each of the 70 community college districts'
affirmative action officers, which explained the

~-

research study and requested that they list the names
of Black women administrators on the enclosed form and
return it in the self-addressed envelope.

(See

-

Appendix A for the letter and Appendix B for the form.)
The verbal and written

~esponses

on the number of Black

-

r-

women administrators were cross referenced with the
California Community Colleges' Annual Report on

~-

Staffing and Salaries, report to the State Legislature
on the Progress of the California Community Collcge3
Affirmative Action Program, and the Workforce Analysis
Report on New Hires, Promotions and Separation.

-

~

--~ t=-= --.

F

- ~

As a
~

result of the cross reference, telephone contacts were

I

~ ~

made to district affirmative action officers who had
not responded to the letter.
contacted, 23 identified

Of the 70 districts

Black women administrators

~-=

and 47 district affirmative action officers indicated
that they had no Black women administrators.

One

affirmative action officer was concerned about the
implications of the endorsement from the California

1-

-

Community Colleges' Chancellor.

f=

===;

F-==" =
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Methodology
A booklet containing a letter (see Appendix C) to
the administrator, the survey, an endorsement from the
California Community College Chancellor (see Appendix
D), and the Institute for Leadership Development (see
Appendix E), stamped and addressed for return was
mailed to 79 Black women administrators in California
community colleges.

The letter, located on the first

page of the booklet, requested their cooperation and
support, explained the purpose of the study, provided
instructions for completing and returning the survey,
and stressed confidentiality.
All respondents who did not return the survey
within three weeks were sent a follow-up booklet.If the
survey was not returned within two weeks of the
follow-up booklet, a letter requesting that they return
the survey was mailed and a telephone call was made to
answer any questions. Administrators who did not return
their surveys within one week of the telephone call
were considered to be inactive participants and no
further contact was attempted.
Data analyses will be presented by descriptive
statistics including, percentages, means, tables and
histograms.

Narrative interpretations of the data will

be presented to explain the histograms and charts.

15

Direct quotes from the respondents will be included,

~

when appropriate, to reflect their personal experiences
regarding affirmative action and sex and race
discrimination.
Instrumentation
The survey instrument meets the stated purposes
of the study--briefly, it:

-

determines presence and

-

utilization patterns of Black women, collects
demographic and attitudinal data about them, and
gathers their perceptions of discrimination and

-··

-

affirmative action and the influence of affirmative
action on career mobility.

Specific items were taken

~

-

~

from the Hemming study and modified to reflect the
population under investigation.

There is a direct

~

~----

relationship between each item on the questionnaire and
the posited research questions.

· c-- --~

The initial version of the survey was field-tested
by six Black women educators and/or administrators who
=

were not employed in the California community colleges.
They resided in Northern California, from Stockton to
San Francisco.

They were all alumni from Spelman

College, a historically Black college dedicated to the
education of Black women.

-

They were selected as an

appropriate alternative to women from the population
under investigation.

In the field-test, the reviewers
~

F==
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were requested to evaluate critically the survey
instrument and make suggestions for improvement.

The

purpose of the field-test was to establish and ensure
the content validity of the survey.

The survey booklet

is included in Appendix F of the study.
Summary and Organization of the
Remainder of the Study
Chapter 1 included an introduction for the

stu~y,

statement of the problem, purposes of the study,
significance of the study, procedures of tho study,
definition of terms, assumptions, methodology of the
study and instrumentation.

This study is organized

into four additional chapters.
of the related literature.
procedures of the study.

Chapter 2 is a review

Chapter 3 presents the
Chapter 4 contains the

analyses of the data and the composite profile of the
Black women administrator.

Chapter 5 includes a

summary of the study, conclusions and recommendations.

17

CHAPTER 2
Review of the Literature
The review of the literature and related research
has been divided into five areas.

Part I is a

discussion of the historical conditions surrounding
Black women and their work in education during the
eighteenth, nineteenth and twentieth centuries.

This

discussion is included to establish a framework for
understanding certain assumptions and attitudes about
the nature and status of Black women.

Part II reflects

current research on women in higher education
administration which shape and reinforce the attitudes
and assumptions toward all women in leadership
positions in higher education (HE).

Part III defines

the role and status of Black women in higher education
administration (HEA) generally, while Part IV
specifically focuses on the role and status of Black
women in California community college (CCC)
administration.

Part V will be a synthesis of the

effect of affirmative action (AA) on Black women's
access and representation in the California community
colleges.
The Historical Foundation
This historical review begins in the nineteenth
century with Black women serving as an impetus for the

18

education of their race.

"Frederick Douglass is

credited with the plea that the Negro be not judged by
the heights to which he is risen, but by the depths
from which he has climbed" (cited in Lerner, 1973, pp.
579-580). "Judged on this basis, the Negro woman is one
of the modern miracles of all times" (Lerner, 1973, p.
580)

0

One hundred years ago she was the most pathetic
figure on the American continent.

She was not a

person • . • , but a thing---a thing whose
personality had no claim to respect of mankind.
She was a house-hold drudge,---a means for getting
distasteful work

done~

she was an animated

agricultural implement to augment the service of
mules and plows in cultivating and harvesting the
cotton crop.

Then she was an automatic incubator,

a producer of human livestock, beneath whose heart
and lungs more potential laborers could be bred and
nurtured and brought to the light of toilsome day
(Lerner, 1973, p. 580).
The dominant tone of the literature suggests that
in spite of their history of oppression, repression and
deprivation (DeJoie, 1977), Black women have shown the
pride and strength of a people who have endured and
survived (Tolbert-Stroud, cited in Jongward and Scott,
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1977) all the sins of racism (DeJoie, 1977).

This has

given them a strong sense of their own worth.

c~
~

.--~

The

tenacity of Black women, according to Talbert-Stroud,
~

-

has been their source of strength in the Black
community (cited in Jongward and Scott, 1973).
Even though Black women have been subjected to the

-

-

worst kinds of abuse, exploitation, the denigration of
r---

slavery and racism, they lived for the day when these
injustices would end and freedom of equality would
begin.

Langston Hughes described the plight or

struggle of Black women in America in a poem,
Ain't Been No Crystal Stair. 11

11

Life

He wrote,

~ -~

Well, son, I'll tell you:

="'"""

Life for me ain't been no crystal stair.
Its [sic] had tacks in it,
And splinters,

J
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And boards torn up,
-~-

i

And places with no carpet on the floor---

J

...

Bare
But all the time
I'se been a climbin' on . • •
And life for me ain't been no crystal stair (cited

--

in Davis, 1982, p. xviii).
After compulsory ignorance for Blacks was abandoned
with the Emancipation, Black women worked and struggled

-,
-=
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to educate other blacks for service to uplift their
race (Berry, 1982).

Education was to be the answer to

their dreams since the acquisition of knowledge and
skills would result in economic and social justice.
However, emancipation was not the end but the beginning
of a new set of problems for Blacks.

Blacks found

themselves free in a predominantly white society,
homeless, illiterate and jobless, unless they were
needed to provide unskilled labor (Flaxnor, 1959).
As an illiterate group of people, they were still
considered incapable of rising above their slave
status.

Education became the universally recognized

need of Blacks and their vehicle for freedom and
success (Davis, 1981).

Education in the South was

sought eagerly although there were no schools, no
teachers, and no money since it had been illegal to
teach Blacks to read or write.

According to Frederick

Douglass, whites felt that education or "knowledge
unfits a child to be a slave" (cited in Davis, 1981, p.
71).

Education was to be the tool for freedom, social

mobility, and economic success.

It was to be symbolic

of Blacks' elevation to a status inconsistent with
prior conceptions of their societal roles (Bond, 1966).
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Black Women Struggle for Education

--

The dominant pattern set by white society decreed
that educational opportunity should go first to the man
or the boy since he needed to provide for the family.
Consequently, the majority of Black women accepted
their role by continuing the financial support of the

-

-

family as unskilled farmworkers, washerwomen or
domestic servants.

Others aligned themselves in battle

~

against illiteracy (Davis, 1981) and began to pursue
formal education for themselves and their children.

-

·-

--

-

-,

Women and girls entered schools but stayed for shorter
re~iods

of time than males.

The illiteracy rates for

Black women were much higher than for Black males.

i=--'

~-- =

This high incidence of illiteracy made it imperative

=

~

that Black women continue to seek educational freedom.

_===;

As a matter of fact, many illiterate Black women,
mothers and grandmothers, attended school with their
~

-"

--

husbands and chidren trying to unleash the shackles of
illiteracy.

Their efforts were acclaimed by Harper who

saw "mothers as the levers which move in education."
He wrote, "the men talk about it • • • but the women
work most for it.

They make great personal sacrifices

-

-

to send their children to school" (cited in Flexner,
1959, p. 128).

-

=
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Black women who were able to persevere and complete
secondary or normal schools soon began to enter the
newly established institutes and colleges.

However,

their co·urse of study was restricted by the great
scarcity of teachers and schools.

The need for

teachers was so great that colleges and universities
began to mushroom.

Teaching became the only

respectable means of earning a living for Black women
and was viewed as a feminine occupation in 1898.

Mary

Church Terrell stated that 90 per cent of the teachers
engaged in the instruction of youth were women
(J. Davis, 1967).

Women continue to dominate the

teaching profession today.
Surprisingly, literature depicting the attitudes
and dedication of Black women was not as uncommon
during the eighteenth and nineteenth centuries as one
would expect.

Much of this literary work was authored

by eminent Black men.

Accordingly, Scruggs (1892)

wrote and published Women of Distinction: Remarkable in
Works and Invincible in Character.

He created ninety

biographical sketches of Black women emphasizing the
magnitude of their support for education.

Of Black

women in education, Scruggs (1892) asserted:
• • • the truth of the statement is perhaps nowhere
more forcibly illustrated than in the various
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departments of the education field, where the

-·
~-

efforts of women have not only changed the entire
atmosphere of the schoolroom, but have also

~
~~

produced many other changes in the right direction.
states are falling in line and are employing
women as teachers holding important positions, as

-

-

directors, supervisors, superintendents • • . (p.
310).
In Women of Achievement, Benjamine Brawley (1919)
acclaimed the contributions of Mary Church Terrell,
Nora Gordon, Meta

w.

Fuller, and others. He exclaimed

r-
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that "in the history of the Negro race in America no

r

-;::__ ... i

more heroic work has been done than that performed by

I"

_?= J

the Negro Women" (p. 7).

This thread of Black women's

;;0

involvement in education has continued into the

r- -

twentieth century whereby new generations of creative

t::_ -=~

--
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and intellectually prolific Black women in education
'i

were produced (Marable, 1983).

:.:

=-:==:- '=;

One such woman was Mary McLeod Bethune.

She was a

proponent of higher education for women and founder of
the Normal and Industrial School for Young Women which
evolved into Bethune-Cookman College. Her record as an

--

educator and school founder remains unsurpassed
( Berry , 19 8 2 ) •

~_,j
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Other prolific Black women in education included:
Maria B. Stewart,

teacher~

Fannie Jacksotl Coppin,

teacher and instructional methods developer~ Susie King
Taylor, teacher of Black

soldiers~

Lucy Laney, founder

of Haines Normal Institute; and Charlotte Hawkins
Brown, founder of Palmer Memorial Institute
(Lerner, 1973).
The literature supports the contributions and
prominence of Black women in education.

As teachers,

administrators of distinction and founders of
institutions at all levels, they were the pioneers who
cleared the educational paths for subsequent
generations of Black men and women striving toward
achievement and excellence in all fields.
Social and Psychological Issues
Early in American history, the political and
economic institutions of slavery reduced the role of
Black women in America to a subservient one.

Black

women found themselves subjects of all kinds of mental
and physical abuses (Jones and Welch).

The literary

portrayal depicted them, asserted Jones and Welch
(1979), as hard women who adjusted or resisted their
predetermined role in society.

They emphasized:

the image of Black women as hard, overly
aggressive, super-strong, sexpots has continued to
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taunt them.

Whether grounded in reality or not,

f-

--

the psychological burden of living with this image
and yet struggling to

maint~in

one's identity has

been a burden even contemporary Black women
continue to bear (p. 30).
Thus, racism has always been intertwined with
sexism.

-

The fight against sexism can be traced back to

Sojourner Truth, a Black runaway slave, and her appeal
to women in the nineteenth century.

~

In one of her most

profound and eloquent speeches, she exclaimed:

c-

-- =

I think that 'twixt the niggers of the South and

"'_i

the women of the North all a talking about rights,
the white men will be in a fix pretty soon.

~-

That

man over there says that women need to be helped
into carriages everywhere.

~

Nobody ever helps me

-=

into carriages, or over mud puddles, or gives me
any best place, and ain't I a woman?

Look at me!

~
~

Look at my arms!

I have plowed and planted and

gathered into barns, and no man could head me ..• and
ain't I a woman?

I could work as much and eat as

much as a man (when I could get it), and bear the
lash as well • • • and ain't I a woman?

f---

I have

borne 13 children and seen them most all sold off
into slavery, and when I cried out with ·a mother's
b

grief, none but Jesus heard • • . and ain't I a

r-

~
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woman (Foundation for Change, Inc., cited in
Sedlacek, Brooks, Christensen, Herman & Merritt,
1973, p. 1).
The Black woman has never had the "advantage of the
ideological 'pedestalled place' of the white woman, nor
contact with the power machine, nor the advantage of
being recognized or at least listened to or catered
to • • • " (DeJoie, 1977, p. 11).

Yet, she does not ask

that these advantages be bestowed on her.

Her right to

these advantages has been documented throughout her
history as she has climbed above the stigma of slavery.
"She has had to fight for human dignity, struggle for
civil rights, for racial equality and lastly for sex
equality" (DeJoie, 1977, p. 4).

She has been

victimized by a racist and sexist society in its
endeavor to deprive her of the benefits and advantages
enjoyed by white Americans under the Constitution of
the United States.

Therefore, DeJoie (1977) acclaimed

that "the Black woman's plight is far more serious, far
more urgent and far more intense than that experienced
by any other group" (p. 11).
Berry (1980) stated that contemporary Black women,
although carriers of a tradition of involvement and
leadership in education, are still faced with two
conflicting views of themselves in the literature.
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The first image, as previously stated, portrays the

-

Black woman as strong, competent, self-reliant, even
dominant while the second image portrays her as a

i=

victim of a sexist and racist society (Fleming, 1983)
These twin barriers, racism and sexism, continue to
influence the career opportunities available and

-

accessible to Black women (Jones and Welch, 1979).

--

Jones and Welch (1979), Fleming (1983),
Jackson (1971), Lykes (1983), and Sedlacek, et al.
(1974), to cite a few writers, consistently supported

~'
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and reported that Black women are "constrained in part
because they live in double jeopardy" (Jackson,l971).
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Even though the roles of Black women have been defined
by race and sex gender, Lykes (1983) contended that "in

I

contrast to the starkness and negativity of the

~5

experiences of double jeopardy stands the reality of
Black women as survivors who exhibit resourcefulness,

•

flexibility, and creativity" (p. 81).

-

This view of

Black women is continued by Aptheker (1981) who noted
that the literature of Black women
allows us to see that they do not regard themselves
either exclusively or primarily as victims.

On the

contrary, the literature overflows with the

~ulture

of resistance, with strategies for survival, with

==;

=
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tactics for revenge, with humor and resilence
(p.l5).
Staples (1970) also attested to the Black woman's
strength, self-reliance and strong achievement
orientation.

This description of Black women's

resilience and strength was continued by Ladner (1972).
She wrote,
one of the chief characteristics defining the Black
woman is her [realistic approach] to her [own]
resources.

Instead of becoming resigned to her

fate, she has always sought creative solutions to
her problems.

The ability to utilize her existing

resources and yet maintain a forthright
determination to struggle against the racist
society in whatever overt and subtle ways necessary
is one of her major attributes (p. 126).
Thus her experiential background has made the Black
woman different from women of other races in America.
Since her history is different from that of other women
and her present day behavior pattern has evolved out of
it, the most immediate effects of her independence and
unusual resiliency are reflected in her stance and
number in the labor force (Tolbert-Stroud, 1977).
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Black Women in Higher Education Administration
As has been stated in Chapter 1, the literature
reveals that the contributions of Black women have

be~n

overlooked, ignored or neglected in higher education
administration.

Significant numbers of Black women

began to obtain positions as commissioners,
superintendents and supervisors of education during the
past twenty years (Berry, 1982).

However, these

positions are located primarily at the elementary and
secondary levels of education.
In 1981, the American Council on Education's Office
of Women in Higher Education reported that 22 minority
women were presidents of postsecondary institutions.
Of this total, Black women accounted for 10 positions.
A total of 350 Black women administrators were
identified as assistant or associate dean, director,
dean, vice president or president (Smith, 1982) citing
the American Council on Education.

It is obvious that

these numbers do indicate a presence of Black women in
higher education administration.

While the number of

Black women is increasing in higher education
administration, "perhaps, nowhere is her position of
double jeopardy more strikingly illustrated" (Jones and
Welch, 1979, p. 31).

Black women are systematically

excluded from leadership positions or areas or
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disciplines reserved for men because of their gender
and race.

The statements or phrases to follow reflect

the attitudes and problems that Black women face who
have managed to enter higher education administration;
accordingly, Jones and Welch (1979) wrote of the "macho
Black woman" (p. 31) while Silvestri and Kane (1975)
continued this theme when they asserted, "you have to
be superblack or a superwoman to really get ahead in
academic life" (p. 450).

The plight of Black women was

further emphasized by other authors:

Fischer (1974)

stressed that the "vestiges of sexism remain on all
levels of the academic ladder" (p. 13); Carroll (1973)
said that "Black women in higher education are
isolated, underuti1ized, and often demoralized" (cited
in Rossi and Calderwood, 1973, p. 173);

DeJoie (1977)

wrote of the "Black woman in alienation" (p. 4-12); and
Berry (1982) noted that "token minority academics are
frequently overused and that Blacks have by no means
reached a millennium in college hiring" (cited in
Fischer, 1974, p. 14).
Patricia Roberts Harris (1974) supported the
foregoing statements on sexism in higher education.
She insisted that "the university is one of the most
sexist institutions in America where women are treated
as second class citizens" (p. 11).

She emphasized that
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people in the academic power structure are elitists
since they are always searching for "the best" and
generally view women,
as less well qualified than men for the higher
ranks of the educational hierachy.

Women are

penalized both by raw sex prejudice and by
relatively unimportant criteria such as
temperament, length of previous experience, and
time in lower academic rank • • • • Restrictions
which limit women's participation in higher
education are due to prejudiced assumptions about
women and their roles and not to objective
questions of competence (p. 11-12).
The literature suggests that women are not found in
top-level administrative positions because they are
simply being discriminated against since administration
is still viewed as a male occupation.

Hence, Taylor's

(1973) comment, "men are perferred to women for
leadership positions since the higher an administrative
position is in responsibility, prestige, and salary,
the less likely it is to be held by a woman" (p. 125).
Women suffer irreparable damage to their self-concepts
when they realize that they were not selected for
positions because of their gender regardless of their
other personal qualifications or extremely high
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competence (Truett, 1979).

The reality still is that

women are seldom administrators because of some vague
sense of their unsuitability (Harris, 1974).
Although gender and race discrimination continues
to exclude women from top level administrative
positions in higher education, some progress has been
made to include women in the upper echelons of the
university and college hierarchies.

Indeed, it is the

responsibility of the academic community, asserted
Harris, (1974), "to take the leadership in ending
sexual inequality" (cited in Furniss & Graham (Eds.),
1974, p. 20).
In postsecondary education, a number of Black
women in predominately Black institutions have been
able to attain positions of power.

These include

Mabel Parker McLean, President of Barber Scotia
College in North Carolina since 1974; Lorraine
Williams, Vice President for Academic Affairs at
Howard University since 1974; and Gloria Scott,
Vice President for Academic Affairs at Clark
College since 1978.

In predominately white

universities, few Blacks and few Black women have
been able to attain high administrative posts.
Those who have been successful in negotiating the
system include:

Reatha Clark, President of
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Metropolitan State University (Minn.) since 1977;
Leadre M. Clark, President of Los Angeles Southwest
Community College and former University Chancellor;
and Jewel Plummer Cobb, former Dean of Connecticut
College and Douglass College at Rutgers and now
President of California State University, Fullerton
(Berry, 1982, p. 297).
Black women presidents of California community
colleges are:

Constance Carroll, President of

Saddleback Community College in Orange County, CA since
1982; Norma Tucker, President of Merritt College,
Oakland, CA since 1982; Leadre M. Clark, mentioned
above; and Queen Randall, President of American River
College, Sacramento, CA since December 1984.
No matter how effective Black women are in
negotiating the system and increasing their numbers in
top-level positions in higher education, the future
looks bleak for the 1980's.

Downey and Howard (1980)

indicate that there will be a limited number of
leadership positions available for men and women;
therefore, women will be faced with both the lack of
jobs and discrimination.

Given the situation that has

been described above, this will have a more profound
effect on Black women and on many other groups.
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Black Women in CCC Administration
In the 1950's Black administrators began to enter
this previously untrodden ground as legal, political
and societal pressures were exerted.

The impetus for

this upsurge was the landmark court decision of Brown
vs. Board of Education (1954).

As Black people began

to assert that equal access to education was a legal
right, they insisted on various changes within the
higher educational system and society as a whole
(Copeland, 1979).

The Brown decision, affirmative

action, and the women's movement are three divergent
forces which have helped shape the future of higher
education administration.

As one result of the

coalescence of these three movements, there has been a
substantial increase in the numbers and percentages of
women both entering and attaining high level positions
in higher education.
An American Council on Education study released in
1980 showed an increase of 38 per cent in women
serving as Chief Executive Officers (CEO's) in
American colleges and universities during the
preceding five years.

Greatest growth areas were

in four-year public colleges, where the number rose
180% and in two-year public colleges, which
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actually tripled the number of women CEO's
(Hemming, 1982, p. 3).
Hemming (1982) found that progress has also been made
for women in California's 106 Community Colleges as is
documented in her study.

She found that

the number of women who fell into the defined
categories---the top three levels of administration
(president, full dean, and associate or assistant
dean) increased from 26, or 4%, to 97, or 13%.
Five women (5%) were serving as presidents; thirty
women (11%) were full deans; and sixty-one women
(17%) held associate dean positions.

Pfiffner,

[according to Hemming] reported two (2%) women
presidents, eight (3%) full deans, and sixteen (5%)
associate deans (p. 3).
There was no specific reference to Black women in
either study.

However, in additional studies of the

CCC's, Kanamaru and Barbarita (1983) found that from
1977-1981, the following significant gains were made
for Blacks:
Blacks gained 49 management jobs, a 1.8% increase
and now constitute 8.7% of the total employees in
that category.

Women gained 175 jobs at the

administrative level, a 6.6% increase and now
constitute 26.3% of the total employees in that
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category.

Black women gained 34 administrative

level positions, increasing their number of
positions to 77, a 3.1% increase (pp. 7-8).
Affirmative Action(AA)
Although women constitute the majority of teachers
in American schools they do not occupy many of the
decision-making administrative positions in education
(Arnez, 1982).

"Despite AA programs in the past

decade, there has been little change in the status quo"
asserted Arnez (1982, p. 309).

She continued, if any

change has occurred it has been on the side of fewer
women in administrative positions due to budget cuts
and decreasing enrollments.

Therefore, most top level

school administrative posts are still held by men (p.
309).

The era of AA as it applies to higher education

can be dated from December 4, 1971, when Revised Order
No. 4 was issued by the Department of Labor
implementing Executive Order No. 11246 (Hemming, 1981,
p. 15).

Revised Order No. 4 required that goals and

timetables for the employment of women as well as
minorities be included in existing AA Plans (Underwood,
cited in Jongeward & Scott, 1975).
Executive Order 11246,

~rohibited

discrimination

based on race, color, national origin and religion by
federal contractors.

It required government
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contractors with more than 50 employees and contracts
of $50,000 or more to develop an affirmative action
plan to correct any inequities existing in employment.
The Order states that AA shall include, but not be
limited to the following:

employment, upgrading,

demotion, or transfer; recruitment or recruitment
acvertising; layoff or termination; rates of pay or
other forms of compensation; and selection for
training, including apprenticeship (Underwood,
cited in Jongeward & Scott, 1975, p. 64).
Executive Order 11246 was amended by Executive
Order No. 11375 to include a ban on discrimination
based on sex.
Affirmative Action embodies two concepts:
nondiscrimination

and affirmative action.

Nondiscrimination requires that all remnant·s of
discriminatory treatment whether purposeful or
inadvertent, be eliminated.

Affirmative Action

requires a contractor to go beyond the passive
stance of not discriminating: it requires him to
seek to employ members of groups which have
traditionally been excluded, thereby mitigating the
effect of discrimination in the society at large
(Rumbarger, cited in Furniss & Graham, (Eds.),
1974, p. 208).
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The underlying premise of AA is that since
discrimination in employment is either deliberate and
inadvertent, positive action must be taken to right the
injustices or

unde~utilization

-

~

of certain groups within

our society.
Another piece of legislation, the Equal Employment

-

-

Opportunity Act (EEOA) of 1972 amended Title VII of the
Civil Rights Act of 1964 so as to include academic
personnel at educational institutions.

Title VII

.

prohibits discrimination on the basis of race, color,

::
i

religion, sex or national origin in all aspects of
':"'=

--

recruitment, hiring, employment, and promotion

~

c;

~-

practices (Shulman, 1972).

As originally introduced in

Congress, Title VII did not include gender in the list
of bases for discrimination.

Gender was introduced by

'1

:-
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opponents of the bill who hoped to jeopardize its
passage.

Proponents of Title VII supported the

addition of gender in the l ist and the bill passed

]

-

~.:;

giving women another tool with which to fight
discrimination.
During these Senate debates Senator Harrison
Williams lobbied to include educational institutions
under Title VII.

--

He argued:

perhaps the most extensive discrimination in

~"=j

.

educational institutions is found in the treatment
-

~

~

-
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of women • . • • In institutions of higher education
women are almost totally absent in the position of
academic dean, and are grossly underrepresented in
all the other major faculty positions.

Also, I

would like to add, this discrimination does not
only exist as regards to the acquiring of jobs, but
that it is similarly prevalent in the area of
salaries and promotions, where studies have shown a
well-established pattern of unlawful wage
differentials and discriminatory promotion
practices (Rogers, cited in Furniss & Graham,
(Eds.), p. 219).
A third piece of legislation, the Higher Education
Act of 1972, provided additional protection against
discrimination for women in higher education.

It

extended the Equal Pay Act of 1963 to include
executive, administrative and professional employees.
Essentially, it mandated that women and men performing
the same work under similar circumstances should
receive the same pay (Shulman, 1972).
Finally, Title IX of the Education Amendments of
1972 ended the year of landmark decisions for women in
education.

With its enactment, Title IX provided that

no person in the United States shall, on the basis
of sex, be excluded from participation in, be
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denied the benefits of, or be subjected to
discrimination under any educational program or
activity receiving Federal finanacial assistance
(Carnegie Council, 1975, p. 105).
Title IX has proven to be the most controversial piece
of federal anti-discrimination legislation in the 70's.
It goes beyond employment in education to opening doors
and providing access to women seeking equality of
education.
Affirmative Action, although smoldering, remains a
crucial issue for higher education.

Some opponents

argue that traditional prerogatives of departments,
faculties or institutions will be compromised by AA
requirements in the hiring and promotion of faculty.
Stronger opponents of AA argue tht AA hiring will
discriminate against white men since colleges and
universities would be obligated to increase the number
of women and minorities on their academic and
nonacademic staffs.

Accordingly, Patricia Roberts

Harris asserted,
• • • if this be reverse discrimination make the
most of it.

We women must catch up on opportunity,

and if it takes action against the pocketbook to
achieve it, and some momentary discrimination
against men, so be it (cited in Furniss & Graham
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(Eds.), 1974, P• 26).
It is no longer productive to dwell any further on
the pro and con arguments for AA or whether
discrimination exists in higher education.

As Rogers

stated,
there is no need here to cite statistics and past
history to illustrate the extent of sex
discrimination in the academic community for the
staggering waste of education and talent among
American women is well-known (cited in Furniss &
Graham, (Eds.), 1974, p. 223).
Higher education's task, then, is to work toward
eradicating the discrimination that exists and not to
waste time citing causes.
Affirmative Action is little helped by male
prophets of doom who want no change in the status quo
or by female activists who adopt the simplistic view
that the only problem is male chauvinism (Fleming,
cited in Furniss & Graham, (Eds.), 1974).

It is

necessary to maintain the perspective that AA is based
on the nature and extent of race, sex, and national
origin discrimination.

It has no meaning outside the

context of discrimination, the problem it was created
to remedy (U.S. Commission on Civil Rights, 1981).
summary, the Commission (1981) stated that "AA means

In
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active efforts that take race, sex and national origin
into account for the purpose of remedying
discrimination" (p. 3).

An Affirmative Action Plan,

the Commission continued, is a systematic,
comprehensive, and reviewable effort to dismantle the
process of discrimination.
Affirmative Action in CCC
In June 1977, the Board of Governors unanimously
adopted Title 5 regulations requiring California
__;

community college districts to adopt employee AA
programs.

These programs were to include goals and

timetables to increase the number of ethnic minorities

!,--
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and women in district employment.

The Board of

Governor's authority to adopt AA regulations was
challenged.

:::.

~

This challenge resulted in the enactment

of Sections 87100-87106 of the Education Code by the
State Legislature.

This code required that community

college districts implement AA programs to increase
minorities in district employment.

Further, the

Legislature required that the Chancellor's Office:
1.

report to the Legislature on July 1, 1980, the

progress community collge districts had made in
implementing AA programs; 2.

render assistance to

disticts in developing and implementing AA
employment programs; 3.

assist community college

-~
'i
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districts in adopting AA programs by providing
guidelines for district use (Barbarita, 1982, p.3).
In December 1981 the Board of Governors of the
California community colleges unanimously adopted
Title 5, a set of regulations incorporating much of
what had been contained in the Chancellor's
guidelines, including the essential requirements of
federal law (Board Action No. 811248).

These

regulations made the adopting and submission of an
AA plan a minimum standard for receipt of state aid
(Section 53005) and authorized the Chancellor to
take whatever action he or she deems necessary to
effect compliance (Section 53012). (Barbarita,
1982, p. 3).
In the Chancellor's Second Annual Report to the
Board of Governors and Legislature on the progress and
effectiveness of all California Community College
Districts in meeting their AA mandates, Kanamura and
Barbarita (1983) wrote:
California has an extraordinarily diverse and
fast-growing minority population; Community
colleges reflect this diversity in their student
enrollments.

The 1980 census revealed that women

comprise over 51 percent of California's
population, and ethnic minorities comprise
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approximately 34 percent of the state's population.

-

~

-

The fall 1981 student body for all public community
colleges in California consisted of 55.9 percent
women and 31.3 percent ethnic minorities.
The community college workforce, however, is
-

-

not as representative as is the student population.
The level of representation for women and ethnic
minorities in the three professional level job
categories; i.e., executive/administrative/
managerial, faculty and other institutional staff
and professional nonfaculty, during Fall 1981, was

'-
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33.1 percent women and 15.5 percent minorities.
Concurrently, the level of representation for women
and ethnic minorities in the four nonprofessional

.c...c;o '"=

~

~-
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level job categories, i.e., secretarial/clerical,

··--·

·~
~

technical/paraprofessional, skilled crafts and
service/maintenance was at 60.4 percent women and
31.5 percent ethnic minority (p. 2).

~

~

lower level of the hierarchy and that they are
primarily found in stereotypic roles.

i

~ .--

This data suggests that woman and minorities in the
California community colleges occupy positions on the

'

The greatest

instance of underrepresentation of women and ethnic
minorities was found in the top level job category
which included executive/administrative/managerial

f-
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positions.
During 1981 and 1982 community college districts
reported that the most successful AA programs included
sorne or all of the following actions:
1.

developing screening and selection procedures
that comply with AA and equal employment
opportunity requirements;

2.

appointing a full-time AA officer to ensure
district meets legal requirements;

3.

increasing staff awareness regarding AA and
nondiscrimination in the employment process;

4.

targeting vacant positions for extensive and
extended recruitment;

5.

publicizing district AA policy and results of
the AA program;

6.

enlisting AA advisory committee members to
recruit;

7.

improving skills of older as well as new
employees to enhance their promotability;

8,

adopting employment goals for women and ethnic
minorities; and

9,

starting mentor programs for all protective
group members that will enhance their
promotability, (Kanamaru and Barbarita, 1983,
p. 5)
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Impediments to community college programs included:
1. budgetary

constraints~

2. Reagan's administrations attitude toward

AA~

3. reluctance of selection committees to hire
highly-qualified women and minorities over
qualified white

males~

4. the inability to attract a more representative
pool of applicants:
5. staff unwillingness to

change~

6. lack of "clout:"
7. last in-first out concept in reductions in
force:
8. overly optimisitic goals and timetables;
9. noninstitutionalization of AA

programs~

10. existing staff biases:
11. a general lack of interest in AA issues; and
12. lack of support of AA programs by elected
officials, i . e . , governing board members,
(Kanamaru and Barbarita, 1983, p. 6).
During the fall of 1981, institutions of higher
education completed the EE0-6 Report required by the
federal Equal Employment Opportunity Commission,
providing information about the ethnicity, gender,
salary level and job status of each employee.

The

statistics indicated modest gains for ethnic minorities
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and women as a result of the depressed economic climate
and reductions in state funding.

More specifically:

Blacks increased their representation in six out of
seven major job groupings between 1977 and 1981.
Both the largest number of jobs gained (113) and
the greatest percentage gain (1.9 percent) were in
the clerical category • .

However, the growth at

the administrative level is most significant, where
Blacks gained 49 management jobs, a 1.8 percent
increase, and now constitute 8.7 percent of the
total employees in that category.

Blacks lost nine

jobs (0.5 percent) in the professional/nonfaculty
category • • • (Kanamaru and Barbarita, 1983, p.
7).

Additionally, women increased their

representation in five out of seven major job
groupings • . • • The largest number of jobs gained
(249) was in the technical/paraprofessional
category, while the greatest percentage gain (7.1
percent) was in the professional nonfaculty
category • • • . Women also had significant growth
at the administrative level where they gained 175
jobs, a 6.6 percent increase, and now constitute
26.3 percent of the total employees in that
category.

A slight decline in the proportion of

all clerical jobs held by women, from 93.4 percent
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to 92.9 percent, occurred.

(Kanamaru and

~~- ,

Barbarita, 1983, p. 8),
Kanamura and Barbarita (1983) attributed the

f';~-

success of AA Programs to a direct relationship between
the commitment of the governing board and district
staff,

-

They emphasized that successful districts have

appointed a full time AA officer at the district level
and a college coordinator in multi-campus districts.
In the foreword to the second Annual Report to the
Board of Governors and Legislature, Chancellor Gerald

.

c.

'

Hayward {1983) said,

-~

although this has been a year of controversy and
dissent, progress has been made.

J
-

The work force in

regard to CCC has been changing, and we see more

----=
~

Blacks, Hispanics, Asians and women in all job
r-

categories.

~_J

Despite declining resources, our goal

remains clear; it is to create a climate in the CCC
that is conducive to student and staff diversity,

:

'=

which ultimately improves the quality of our lives
in this increasingly pluralistic society (n.p.).
AA guidelines, major civil rights legislation, two
presidential executive orders and federal enforcement
powers lead to the assumption that the higher education
·;

system should have taken action to eliminate
discrimination.

I~

AA aims at increasing opportunities
r ~,

F~
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for women and minorities to enter the academic job
market and at ensuring equity in competition for
faculty positions. "AA has accomplished less than its
proponents hoped or its critics feared" (Menges & Exum,
1983, p. 129).
This suggests that Black women, in this decade,
will not prosper as a result of AA.

The majority of

Black women administrators have reached the lower-level
of the administrative hierarchy.

They are primarily

associate and assistant deans, directors, and
chairpersons. However, they will continue toward the
top-level of the administrative hierarchy on their own
merit.

In fact, Kistler (1979) concluded that it was

doubtful that AA had helped women gain administrative
posts.

She felt that women gained administrative

positions as a result of hard work and determination.
She said, "the fact that women in administration
consistently prove to be more highly qualified and
competent than their male counterparts demonstrates
that AA has not been a primary force in gaining them
their posts" (Kistler, 1983, p. 3).
AA remains a very emotional, crucial and unresolved
issue.

Its effect or impact cannot be easily assessed

or evaluated.

Accordingly, Almquist (1979) contends

that evaluation and assessment are difficult for the
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following reasons:
first, most of the legislation is less than ten or
--

fifteen years old, so that it is too soon to
evaluate its effect.

Second, the economy

fluctuates cyclically so that there are
-

corresponding fluctuations in the employment status
of minorities and women ••
and

mino~ity-group

-

Third, many women

members are making concerted

efforts to improve their own employment situation.
Finally, there simply is no clear and detailed

1

'=

~
- ~,

knowledge of the extent of labor force
discrimination (p. 199).

~

-

-. ~

2

Some studies suggest that equal opportunity laws
have increased the earnings of Black workers while
others imply that the earnings of Black workers have

.-:- .

:-

~

_
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been lowered. Andrea Beller (cited in Almquist, 1979)
argues that the enforcement of these laws has increased
women's earnings because employees fear sex

~

f;;= =

3

discrimination suits and are therefore deterred from
discriminating against women.
Perhaps the most significant impact of equal
opportunity legislation has been on the attitudes and
fears of the public.

It is often felt that minorities

and women are given preference ever "qualified" white

'~

males in hiring or that Blacks are hired because of

r-~~
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minority status rather than ability or qualifications.
Additionally, a typical objection is stated by Robert
Goldfarb (cited in Weathers, 1981) who asserted that
Black women are counted as "two-fers", by race and sex,
on affirmative action forms.

However, Eleanor Holmes

Norton (cited in Weathers, 1981), former chair of EEOC,
refuted this assertion calling the "two-fer" concept
totally fallacious.

She maintained that, "as long as

the enforcing agency doesn't give double credit, there
can be no two-fers.

And no enforcing agency is giving

double credit" (p. 34).
The future of AA programs seems bleak as the Reagan
administration's efforts to dismantle many of the civil
rights philosophies and strategies of the last decade
surface.

The move to deregulate equal opportunity is a

signal that AA will be given a low priority by the
administration.

"The actions of the Reagan

administration reveal that the dissolution of the old
civil rights coalition has weakened the consensus
against racism that dominated government" (Poole, 1982,
p. 17).

Summary
The literature reviewed in this chapter provided an
overview of Black women's experiences in higher
education.

It included a discussion of the: 1)

-
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historical conditions which surrounded Black women and
their work in education during the eighteenth,
nineteenth and twentieth

centuries~

2) current research

~

on all women in higher education administration which
shaped and reinforced the attitudes and assumptions
-

-

toward all women in leadership positions in higher
education~

education

3) role and status of Black women in higher
administration~

(4) role and status of Black

women in California community

colleges~

and (5) effect

of AA on Black women's access and representation in the

;:::: ..
=
~

California community colleges.

~~~-

Even though Black women have increased their
presence in CCC, the fact remains that they are grossly
underrepresented.

As Kistler (1979) reminded us that

"those who have achieved administrative rank tend to be

~~

~

i

~

]
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clustered in lower level administrative positions at
less prestigious institutions!

-~

The higher one looks in

..J
~-

the academic hierachy the fewer women are to be found"

-

-=::

~ --

(p. 5).

Equal opportunity for women, especially Black
women, will not be achieved until women are as visible
in top-level administrative positions as they are in
the ranks of secretarial and clerical workers (Kistler,
1979).

;=

Equal opportunity will not be achieved until

minorities and women reflect or resemble the diverse
f'===

F="

~

~
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student population (Kanamaru and Barbarita, 1983).
Equal opportunity will not be achieved until
chancellors, administrators and boards cease to
disguise their negligence or malice with the
transparent excuses of economic climates and inadequate
funding.
Chapter 3 presents the procedures used to
accomplish the purposes of the study.

Analysis of the

data is presented in Chapter 4 and Chapter 5 contains a
summary of the study, conclusions and recommendations
for future study.
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CHAPTER 3
Procedures
The primary purpose of this study was to determine

~- -

the extent to which Black women were employed full time
in the top three levels of administration in California
community colleges.

-

-

A secondary purpose was to gather

demographic and attitudinal data about Black women in
administration in California community colleges.

A

third purpose was to report the perceptions of Black
women administrators currently employed full time in

,:::

k

-

top-level positions regarding race and sex

.::::

'~-

discrimination as they experienced or perceived it and

"9

"F

J

the influence of discrimination and affirmative action
on their career mobility.

Finally, this study reviewed

c-=-

~

some of the societal trends which have influenced the
---- ·-·

role of Black women in the labor force.

In this

:
- -~

.•

chapter the procedures used to accomplish these

_

-

~

purposes are described under the following headings:

I=

r= -

-

(1) sample selection process, (2) development of the
survey, (3) data collection procedures, (4) data
collection results, and (5) treatment of the data.
Sample Selection

r-------

The population of this study consisted of 80 Black
r=

women administrators in the California community

i~

1-------.--...-.,

colleges.

Responses were solicited from only 79 of the

-
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identified administrators since the total of 80
included the researcher.

They were found in the three

top-level administrative positions in the California
community colleges.

The highest level included

chancellors, presidents and/or superintendents.

The

middle level included vice-presidents, assistants to
the president, executive assistant to the chancellor
and full deans.

The third level included associate

deans, assistant deans, directors, division/department
chairpersons, coordinators, officers, assistant and
associate directors.

To determine the population, the

definiton of top-level administrators was used from the
federal higher education survey (EE0-6).

These titles

were also consistent with the California community
colleges' Annual Report on Staffing and Salaries;
Report to the State Legislature on the Progress of the
California Community Colleges Affirmative Action
Program; Workforce Analysis Report; New Hires,
Promotion and Separation Report; the California
Postsecondary Education Commission (CPEC) report on
Women and Minorities in California Public Postsecondary
Education and the organizational charts of the
community college districts.
The population of 80 represented 23 community
college districts.

The names of these women were
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secured from their community college districts'
affirmative action contact person or affirmative action
officer (AAO).

The names of the AAO's were secured

from the Chancellor's Office Affimative Action Unit
report and cross-referenced with a list at the fall
Affirmative Action Conference.

Personal contact was

made by the researcher at that conference with all the
AAO's present to explain the study, notify them of the
letter requesting that they identify Black women
administrators in their districts and to address any of
their concerns.

At the same time, they were asked to

identify the number of Black women administrators
employed full time in their district.

A personalized

letter was sent to each of the 70 community college
districts AAO which explained the research study and
requested that they list the names of Black women
administrators on the enclosed form and return it in
the self-addressed envelope.

The verbal and written

responses on the number of Black women administrators
were cross referenced with the California Community
Colleges' Annual Report -on Staffing and Salaries:
Report to the State Legislature on the progress of the
California Community Colleges Affirmative Action
Program: the Workforce Analysis Report: and the New
Hires, Promotion and Separation Report.

As a result of

57

the cross reference, telephone contacts were made to
district affirmative action officers who had not
responded to the letter.

Of the 70 districts contacted

23 identified Black women administrators, and 47
district AAO's indicated that they had no Black women
administrators.

One AAO was concerned about the

implications of the endorsement from the California
Community Colleges' Chancellor.

Of the 70 community

college districts, the 23 districts surveyed
represented only 32 per cent of the community college
districts in California.
multiple

campuses~

Further, many districts have

therefore, of the 106 California

community collges only 38 or 35 percent were
represented in the study.

Most of this representation

was found in large urban areas including San Francisco,
Oakland and Los Angeles as might be expected.

The

study included 4 chancellors, presidents and/or
superintendents, 4 vice-presidents, assistant to the
President or Executive Assistant to the Chancellor, 11
full deans, 2 associate deans, 17 assistant deans, 11
chairpersons, 14 directors, 1 associate director, 4
assistant directors, 4 coordinators, and 2 officers.
Development of the Survey
Relevant books, periodicals, journals and
unpublished materials were researched to identify the
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influence of sex discrimination and affirmative action
en the career advancement of Black women administrators
in California community colleges.

The following

sources were searched for the past fifteen years for
appropriate references:

The Education Index,

Educational Administrator Abstracts, Women Studies
Abstract, Dissertation Abstracts International,
Research in Education, The Current Index to Journals in
Education and Educational Resources Information Center
(ERIC).

In addition to the manual search, three

computer searches were conducted through Dialog Search,
the ERIC database.

Three other manual searches were

conducted over the past three years through the
collection of materials and dissertations at the
Atlanta University Library for current materials
relevant to the study.
Based on the aforementioned searches, dissertations
by Pfiffner (1979) and Hemming (1981) were discovered.
These studies reviewed the participation of women
administrators in California community colleges.
studies were valuable to the research.

Both

The Hemming

study was chosen for partial replication because of its
recency and relevance to this study.

Items from the

Hemming questionnaire were modified for the survey
instrument in this study.
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The survey items were catagorized under the
following headings:

personal data, professional

experience, and affirmative action.

The items

consisted of yes-no responses, Likert-type scale items,
multiple-choice responses and short answer questions.
The Likert scale items ranged from 1 (least effect) to
5 (most effect).

Short answer questions were included

as opportunities for the respondents to include any
other overt or covert influences which sex or race
discrimination or affirmative action may have had on
their career advancement or upward mobility on the
administrative hierarchial ladder.

Each survey item

was included as a result of its relationship to the
research questions in Chapter 1.

The first part of

the survey instrument asked respondents for demographic
and biographical data.

The first six items asked

information related to age and family situations.
Questions 7 through 9 asked information related to
academic achievement and questions 10 and 11 asked for
sources of motivation for career advancement.

Items 12

through 14 asked questions relevant to the respondents'
professional experiences and aspirations and specific
to their present positions.

In items 15 through 18,

respondents were asked to rank each item according to
its importance for them.

Likert's scale of 1 (least
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important) to 5 (most important) was used for
responding to questions regarding reasons for accepting
current position, personal characteristics and skills

~~

necessary for a successful administrative career,
knowledge of areas of study for Black women aspiring to
careers in administration and their perception of the

-

-

reasons for the scarcity of Black women in California
community college administration.

"Other" spaces were

included in these items for the respondents to list
additional comments if they wished.

Items 19 through

21 asked respondents to identify, on a Likert scale,

j
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the influence that they perceived race and sex

]

~

discrimination had on their career advancement.

Item
-

22 asked the respondents to indicate the extent to
which they had experienced or preceived specific forms
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of discrimination during their administrative career.
The third part of the survey instrument, items 23
=

through 27, asked respondents for affirmative action

_

::.;
'i

data relevant to their specific community college
districts.

Item 28 asked respondents to make any

additional comments regarding the influence of sex and
-

race discrimination and affirmative action on Black
women in California community colleges.
In the fourth part of the survey instrument, the
conclusion, respondents were asked in item 29, to

~~
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indicate their willingness to participate in a
follow-up telephone interview.

Additionally, they were

asked to indicate if they wished to receive the results
of the study.
The survey was field tested by a panel of experts,
six Black women administrators and/or educators.

They

were selected as an appropriate alternative to the
population since their experiences and backgrounds were
similar or commensurate with the population under
study.

The purpose of the field test was to establish

and ensure the content validity of the survey
instrument.

Based on the critical evaluation of the

panel of experts and the members of the dissertation
committee, the survey was refined.

As a result of the

refinement procedures, the survey instrument was
developed as it appears in the study.
Data Collection Procedures
A mail survey was used as the procedure for
collecting data from the participants.

Guidelines

suggested by Borg and Gall (1983) for maximizing
returns were followed.
the participants.

Survey booklets were mailed to

The survey booklet included a letter

explaining the purpose of the study, the importance of
the research and each person's participation and
assured the confidentiality of responses (Appendix C).
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A three week deadline for the return of the survey was
established.

Two letters of endorsement were included

in the booklet.

One letter was from the Chancellor of

the California Community Colleges (Appendix D) and the
other from the Institute for Leadership Development
(Appendix E).

A stamped self-addressed envelope was

included with each booklet for its return to the
researcher.
Three weeks after the initial mailing, another
booklet and return stamped, self-addressed envelope was
mailed to those who had not responded to the first
survey.

A brief statement was affixed to the booklet

indicating that this was the second request and asked
the administrator to respond immediately if they had
not done so (Appendix G).

Two weeks after the second

mailing a letter and telephone contact was made to
those who had not returned the survey to solicit their
responses and to answer any questions or concerns they
had relative to the survey or study.

Administrators

who did not return their surveys within a week of the
telephone call were considered inactive participants.
No further contact was made.
Data Collection Results
The response rate from the initial mail survey was
46.8 percent; from the second mailing 20.3 percent; and
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from the telephone contact 1.3 percent, for a total
response rate of 68.4 percent, or 54 returned surveys
out of 79.

The response rate to the survey was

considered to be adequate for the study.

Three survey

instruments were returned without being completed, with
no explanation given.

One potential respondent died

after the survey instrument was mailed but before she
returned it.
The percentage of returns was not evenly
distributed among the levels.

The second-level,

vice-presidents and full deans had the highest rate of
returns at 73 percent and the top level,
presidents/superintendents/chancellors had the lowest
response rate at 50 percent.

The third-level,

associate and assistant deans, directors, chairpersons
and others with commensurate titles had a response rate
of 63 percent.
Treatment of the Data
In tabulating and analyzing the survey data,
descriptive statistics (i.e., frequency distributions,
percentages, means, histograms, and tables) and simple
comparisons were used.

Thirty-four tables and two

figures were developed to graphically depict the survey
results in all appropriate areas.

Narrative analyses

were used to supplement the tables and to report the
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results of short answer items which were not suitable
for tabular display.

~

Percentage comparisons and means

were reported when appropriate.

f--

In addition to analyzing data responses as noted
above, comparisons were made whenever possible with
demographic and attitudinal data gathered in the
Hemming (1981) and Pfiffner (1972) studies.
of that data supplemented the
the research questions.

-

-

Comparison

answers to several of

A composite profile of Black

women currently serving as administrators in the
California community colleges was developed.
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Summary
A literature review was undertaken to determine the
extent to which Black women are employed in the three
top levels of administration in California community

•
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colleges and to determine the perceived influences of
:-"

sex and race discrimination on career advancement.
Based on the information obtained in the literature

i
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review, a survey instrument was developed containing 29
items.

The survey \'las submitted to 79 Black women

i---"

administrators--chancellors, presidents and/or
-

superintendents, vice-presidents and full deans,
associate deans, assistant deans, directors, assistant
directors, associate directors, officers, coordinators,
and chairpersons of which 54 responded.

The survey

~-

~
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gathered both demographical and attitudinal data

•

concerning the respondents' personal, professional and
educational experiences, influences of sex and race
discrimination and affirmative action on career
advancement.

Chapter 4 presents the analysis of the

data and Chapter 5 presents the summary, conclusions
and recommendations.
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Chapter 4
Analysis of Data
As stated in Chapter I, the purpose of this study
was four-fold.

First, it determined the extent to

which Black women were employed in the top three levels
of community college administration in California.
Second, it gathered demographic and attitudinal data
about Black women in community college administration.
Third, it reported the observations of Black women
currently employed in top-level positions regarding
race and sex discrimination as they had personally
experienced or perceived it and the influences of
affirmative action on career mobility.

Finally, this

study reviewed the societal trends which influenced the
role of Black women in the labor force.
The research addressed the following questions:
1.

Has the representation of Black women

administrators in top level positions in California
community colleges increased or decreased in the last
decade?
2.

What does the demographic profile of Black

women administrators portray regarding their
educational levels, ages, family backgrounds and
professional experiences?
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3.

How are current Black women administrators

motivated to achieve their present positions?
4.

Do current Black women administrators aspire to

higher administrative positions?

If so, to what

positions?
5.

Do Black women administrators report that they

have experienced race and/or sex discrimination in
their professional careers, particularly in the
community colleges?
6.

Do Black women administrators report that

affirmative action played a significant role in their
upward mobility?
7.

What personal and professional characteristics

are identified by Black women administrators for
success in community college administration?
8.

What advice do Black women administrators offer

other Black women aspiring to administrative positions?
9.

Do the Black women administrators under study

work at colleges which have written affirmative action
plans and affirmative action officers?
10.

What are Black women administrators'

perceptions regarding affirmative action, its
influence, operation and level of effectiveness within
their colleges and districts?
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The data analyses, descriptive in nature, included
in this chapter, are reported in narrative, tabular,
and graphic form.

Direct quotations from the

~-

respondents are included to reflect their personal
experiences and perceptions regarding affirmative
action and sex and/or race discrimination.

-

i-

Additionally, data which were gathered and reported in
previous studies by Hemming (1981) and Pfiffner (1972)
are compared with the results of this study when
appropriate.

The data were gathered from a

~

•~

researcher-developed survey instrument organized around
the following areas:

demographic and biographical

-
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data, academic achievement, sources of motivation for
career advancement, professional experiences and

-

aspirations and the influence of sex, race and
affirmative action on career advancement.
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This chapter

=

includes a composite profile of the top-level Black

-"'i
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woman administrator currently employed in a California

-

~

-
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community college.
The total number of top-level administrators in
California's 106 community colleges during the 1981-82
-

academic year, according to Kanarnura and Barbarita
(1983) was 2457.

-

Of this total 645 or 26.3 percent
'

were women and 77 or 3.1 percent were Black women.
,-
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~

-

~

69

Table 1 shows the comparisons of administrators for
1977, 1979 and 1981.

Table 1
California Community College
Full-Time Employees -- Systemwide Report

Female
Total
Position

No.

Total
%
#

White
%
#

Black
%

#

Exec/Adm/Mgt
1977

2384

470

19.7

389

16.3

43

1.8

1979

2467

535

21.7

427

17.3

57

2.3

1981

2457

645

26.3

490

19.9

77

3.1

Note. Partial reproduction from the Report to the
State Legislature on the progress of the California
community colleges' affirmative action program by
R. Kanamaru and J. Barbarita, 1983.

At the beginning of the 1984-85 academic year, 80
Black women administrators were identified by their
college districts.

From this population, a sample of

79 Black women was selected for participation in this
study.

First-level administrators included

Chancellors, Presidents, and Superintendents--four or
5.1 percent were identified; second-level
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administrators included a Vice President, an Assistant
to the President, an Executive Assistant to the
Chancellor, and $everal full Deans--15 or 19 percent
were identified.

Third-level administrators included

Associate and Assistant Deans, Directors, Chairpersons,
Coordinators and other persons with commensurate
titles--60 or 75.9 percent of the Black women
administrators were found at this level.

This

distribution of top-level Black women
administrators is found in Table 2.

k1- - _ -
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Table 2
Distribution of Black Women In The Top
Three Levels of California Community
College Administration by Title

Level
I
II

Title

Total
No.

Chancellor/President/
Superintendent

4

2

3.7

Vice President

2

1

1.9

Executive Assistant to
Chancellor

1

1

1.9

Assistant to President

1

1

1.9

11

8

14.8

Associate Dean

2

2

3.7

Assistant Dean

24

14

25.9

Director

13

11

20.4

Associate Director

1

1

1.9

Assistant Director

4

1

1.9

Chairperson

11

7

13.0

Coordinator

4

4

7.4

Officer

2

1

1.9

Total

79

54

100.3

Full Dean
III

Respondents
%
#

As stated in Chapter 3, of the 70 community college
districts, 23 districts or 33 percent identified top
level Black women administrators.

Forty-seven
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districts or 67 percent of the districts failed to
identify any Black women administrators.
presents the distribution of this data.

Table 3
Further, many

districts have multiple campuses; therefore, of the 106
California community colleges only 38 or 36 percent
were represented by Black women administrators.

Table 3
Distribution of Top Level Black
Women Administrators in California
Community Colleges by District

Number
Black Women
Administrators

Districts

Percent

0

47

67.1

1

10

14.3

2

6

8.6

3

3

4.3

4

1

1.4

8

1

1.4

11

1

1.4

26

1

1.4

70

99.9

Total

73

Black women in top-level administrative positions,
in this study, tended to be clustered in large urban
areas such as San Francisco, Oakland and Los Angeles,
rather than uniformly scattered throughout the
California community colleges.

It is notable that,

after more than a decade of affirmative action, 68 or
64 percent of California community colleges did not
identify Black women in top level administrative
positions.
Table 4 presents the distribution of Black women
administrators by administrative division.

The

majority of the respondents; 31 percent, were found in
instructional positions.

Twenty-two percent were found

in student services related positions.

Twenty-nine

percent were found in areas that are traditionally
female dominated, including department chairpersons in
nursing, social science fields, community educational
services directors, personnel services, financial aid
coordinators, children's center programs, career
programs, the Success Consortium (a soft money
program), women's center program and affirmative action
program.
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Table 4
Distribution of Black Women Administrators
by Administrative Division

No.

%

4

7.4

Instruction

17

31.5

Student Services

12

22.2

Administrative Services

7

13.0

Personnel Services

1

1.9

Other
Coordinator EOPS
Community Career Council
Security
Childran's Center Prog.
Consortium
Women's Center
Affirmative Action
Financial Aid

8

14.8

No Response

5

9.3

54

100.1

Divisions
President

Total

Analysis of Survey Instrument Data
Item No. 1 -- Age
Respondents were asked to classify themselves by
age:

30 or under, 31-40, 41-50, 51-60, and 61 or over.

The age distribution of Black women community college
administrators who participated in this survey is shown
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in Table 5 and Figure 1.

The majority or 53 percent of

the Black women administrators were found to be in the
41-50 age range.

Table 5
Age of Black Women Administrators

Age

Number

Percent

1

1.9

31 to 40

14

25.9

41 to so

29

53.7

51 to 60

5

9.3

61 or over

1

1.9

No response

4

7.4

54

100.1

30 or under

Total

76

_-

Figure 1
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Item No. 2 -- Marital Status
Respondents were asked to classify themselves
according to their marital status:

married, single

(never married), divorced, separated, or widowed.
Thirty-five percent of the respondents were divorced;
33 percent were married.

Fourteen percent of the

respondents were single, none were separated from their
spouses, 6 percent were widowed, and 11 percent failed
to respond to the item.

The distribution by marital

status of Black women administrators is shown in Table
6.

Table 6
Marital Status of Black Women Administrators

Marital Status
Married
Single, never married
Divorced

Number

Percent

18

33.3

8

14.8

19

35.2

Separated

0

0

Widowed

3

5.6

No Response

6

11.1

Total

54

100
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Item No. 3 -- Order of Birth
Respondents were asked to classify themselves
according to their order of birth:

first-born, middle,

last, only child and between first and last but not
middle.

The distribution of birth order is presented
t--

in Table 7.

Thirty-three percent of the respondents

were first-born children.

This is consistent with the

Pfiffner (1972) and Hemming (1981) studies which
indicated that a high percentage of women
administrators are first-born or only children.
Pfiffner (1972) found that 73 percent of the women

-

!

~ --;:

administrators were first-born or only children.

..~

H

Hemming (1981) found that 61 percent of the women
administrators were first born or only children.
Although the 44 percent found in this study is not as

--

1

:::-:----==::1

,--

- ~

high as the percentages found by Hemming (1981) and
_..,

Pfiffner (1972), it is believed to be representative of
the population.
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Table 7
Order of Birth of Black Women Administrators

Order of Birth

Number

Percent

18

33.3

Middle

6

11.1

Last

7

13.0

Only child

6

11.1

12

22.2

5

9.3

First-born

Between first and last,
not middle
No Response
Total

54

100

Item No. 4 -- Number of Siblings
Respondents were asked to classify themselves
according to the number of siblings in their family.
Overall, 7 percent were only children, 5 percent of the
respondents came from families with two children, 22
percent of the respondents came from families with
three children, 18 percent from families with four
children, and 14 percent from families with five
children.
Table 8.

A summary of these data is presented in
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Table 8
Number of Siblings in Family

Number of
Siblings

Number

Percent

0

6

11.1

1

3

5.6

2

12

22.2

3

10

18.5

4

8

14.8

5

5

9.3

6

2

3.7

7

3

5.6

8

0

0

9

0

0

10

2

3.7

t-=--

-

~

1-

-~

'1

•

· o::::;

No Response
Total

3

5,6

54

100.1

Item No. 5 - Parental Information

~

-

--

Respondents were asked to identify the highest
educational level completed by their parents and their
occupations.

c===

~

The educational levels were grouped

according to grades by elementary, high school,

~
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college, and graduate school.

An analysis of the data

regarding the education of the respondents' parents
revealed that the highest grade level completed by
mothers was twelfth, representing 29 percent, and
eighth grade for the fathers, representing 16 percent.
Fourteen percent of the mothers completed a bachelor's
degree while only 9 percent of the fathers completed a
bachelor's degree.

Conversely, 3 percent of the

mothers completed a master's degree while 7 percent of
the fathers completed a master's degree.

Three percent

of the mothers completed doctorates and one percent of
the fathers completed doctorates.

The differences

between mothers' and fathers' educational levels can be
observed in Table 9 of this study.
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Table 9
Highest Education Level of Respondents' Parents

Levels

Mothers
%
#

Fathers
%

#

--

Elementary
1
2

3
4
5

6
7
8

High School
9
10
11
12

College
1

0
0

0
0

1.9

2

0
0

3

7.4
1.9
9.3

3

3.7
5.6
1.9
5.6
1.9
16.7

0

0

4
1
16

7.4
1.9
29.6

1
2

4

3
0
5

3.7
5.6
0
9.3

0

0
1
0
0

4
1
5

0
0

1
1

9

0
8

1.9
3.7
0
14.8

2
3
4

8

7.4
3.7
0
14.8

Graduate School
Master's

2

3.7

4

7.4

Doctorate

2

3.7

1

1.9

No Response

4

7.4

9

16.7

54

100.1

54

100.4

Total

2
0

2

An analysis of the responses of Black women
administrators regarding the occupations of their
parents revealed that the majority of the parents were
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found in occupations which did not require college
degrees.

Fifty-one percent of the mothers and 14

percent of the fathers were found in service
occupations.

It is notable that there was a 22 percent

no response rate for fathers as compared to 13 percent
for mothers.
Table 10.

The parents' occupations are grouped in
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Table . 10
Occupations of Respondents' Parents

Mothers
Occupations

Fathers

#

%

*10

18.5

6

11.1

Managers/Administrators

2

3.7

5

9.3

Clerical

5

9.3

0

0

Craft

0

0

2

3.7

Laborer

0

0

5

9.3

Operatives

0

0

4

7.4

Sales

1

1.9

1

1.9

28

51.9

8

14.8

Other

1

1.9

11

20.4

No Response

7

12

22.2

54

100.1

Professional/Technical

Service

Total

54

%

13
100.2

Note. The occupational categories were selected from
the Occu2ational Outlook Handbook (1982-83 ED), pp.
vii-ix and Job 0Et i ons in the 80's, pp. 7-9 by the u.s.
Department of Labor.

Item No. 6 -- Respondents' Number of Children
Respondents were asked to state the number of
children they had.

Sixty five percent of all

respondents had children: 37 percent had 1 child; 20
percent had 2 children; 3 percent had 3 children; 1
percent had 5 children; 1 percent had 9 children; 27
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percent had no children. This suggests that Black women
administrators are likely to have no more than one
child.

This information is presented in Table 11.

Table 11
Respondents' Number of Children

Children

Number

Percent

0

15

27.8

1

20

37.0

2

11

20.4

3

2

3.7

4

0

0

5

l

1.9

9

1

1.9

No Response

4

7.4

54

100.1

Total

Item No. 7 -- Academic Degrees
Respondents were asked to classify themselves
according to the degrees they had attained; the name of
the institution and whether it was for women only,
predominately Black, coeducational or predominately
Caucasian; and their major and year of completion.

The
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academic data for the respondents are compiled in Table
12.

Of the respondents 24 percent had earned the

Doctorate degree.

Seventy-seven percent of the

respondents had completed Master's degrees and all the
respondents who answered this item had completed
Bachelor's degrees.

Twenty-seven percent of the

respondents had completed an Associate's degree.

These

degrees were attained primarily from public
institutions in California.

Only one respondent

completed a degree (Masters) from a predominately Black
college and only one respondent attended a women's
college.
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Table 12
Academic Degrees of Respondents

Number

Public

Degrees

#

Doctorate

13

24.0

Masters

42

Bachelors
Associate

%

*

%

Private Out of State
#
%
#
%

1.9

12 22.2

5

9.3

77.8

34 63.0

8 14.8

6

11.1

48

88.9

41 75.9

7 13.0

11

20.4

15

27.8

14 25.9

0

1

1.9

1

0

N=54

Respondents' academic majors were in traditional
female fields in higher education including,
counseling, social sciences, nursing, and education.
Table 13 presents the distribution of the respondents'
college majors.
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Table 13
Respondents' College Majors

Number
Doctorate

Major

#

%

Business

0

0

Counseling

1

Ed. Admin.

Masters

#

%

#

Associate

#

%

9.5

4

8.0

2

7.7

15 35.7

0

0

0

0

9

69.2

5 11.9

3

6.0

0

0

Fine Arts

1

7.7

3

7.1

5

10.0

0

0

Language Arts

0

0

2

4.8

6

12.0

1

6.7

Library Sci.

0

0

2

4.8

0

0

0

Nursing

0

8

3

7.7

7

14.0

2

13.3

Social Sci.

2

15.4

4

9.5

19

38.0

3

20.0

Other

0

4

9.5

6

12.0

7

46.7

50 100.0

15

100.0

Total

0

13 100.0

4

%

Bachelors

42 99.9

0

13.3

Item No. 8 -- Enrollment in Doctoral Program
Respondents were asked to classify themselves
according to their enrollment in a doctoral program.
Specifically, they were asked:

if you do not hold a

doctorate, are you currently enrolled in a doctoral
program?

Seventy percent of the Black women

--
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administrators responded to this item.
respondents:

Of the 38

10 or 19 percent responded yes while 28

or 52 percent responded no.

The "yes" respondents

indicated that they expected to receive their doctorate
within the next two years.
No. 9 -- Reasons for Completing Doctorate
Respondents were asked to classify themselves
according to their reason for completing the doctorate:
self-fulfillment, career or professional goals, salary
advancement and other.

Self-fulfillment was the reason

that 42 percent of the respondents completed the
doctorate.

Salary advancement was indicated as the

reason that 16 percent of the respondents completed the
doctorate.

The distribution of reasons for completing

the doctorate is shown in Table 14.
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Table 14
Respondents' Reasons for Completing Doctorate

Reasons

Number

Percent

Self-fulfillment

23

42.6

Career or Professional Goals

17

31.5

Salary Advancement

9

16.7

Other

1

1.9

No Response

4

7.4

54

100.1

Total

Item No. 10--Sources of Motivation for Advancement
Respondents were asked to classify themselves
according to their sources of motivation for
advancement:
brother,

a)

other~

family: mother, father, sister,
b) professional affiliates: mentor(s):

male: Black, white, other and female: Black, white,
other.

Of the two areas: it was found that the family

provided the greatest source of motivation for
advancement.

The mother was the primary motivator

according to 52 percent of the respondents.

The

professional affiliates were dominated by Black male
and Black female mentors.
by

Respondents were "mentored"

33 percent males in contrast to 40 percent females.
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The distribution of the respondents' sources of
motivation is shown in Table 15.
Table 15
Respondents' Source of Motivation

Source
A.

Note.

Percent

Family
Mother

28

51.9

Father

12

22.2

Sister

5

9.3

Brother

3

5.6

Other

2

3.7

No Response

4

7.4

54

100.1

18

26.1

White

13

18.8

Other

3

4.3

Female
Black

22

31.9

White

11

15.9

Other

2

2.9

Total

69

99.9

Total
B.

Number

Professional Affiliates
Mentor(s)
Male
---sTack

Many respondents indicated more than one mentor;
therefore, the total of 69 is larger than the
N=54 of this study.
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Item No. 11-- Greatest Influences or Sources of
Motivation
Respondents were asked to classify themselves

-

according to their greatest influences or sources of
motivation which led them to become successful
community college administrators.

C-----

They were asked to

explain their response in short-answer form.

For the

most part respondents viewed this item as a follow-up
to the previous question.

There was no attempt to

f-

_.

~~~

=:::

categorize their responses by the researcher.
verbatim responses follow.

Their

It is notable that 45 or 83

~

C=

-
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~""=
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percent of the administrators responded to this item

--

since it required a written response.
-Self motivation with strong support of inlaws and

---~'
i

mentors.
-Desire to improve educational equity and access

~

for all.

=
-_

::;

_:c

-

-

-Training by parents.
-My own desire to achieve and always reach higher,
in addition to the urging of my mentor.

Can't

put one above the other.

-

-Employment at the time I moved to California was
with the school district in the personnel
department--that exposure prompted me to return
to my original goal of teaching.

F===
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-Personal desire to effect change in institution.
Previous knowledge/contacts gained from serving
as President, Vice President, etc. of Academic
Senate for California community colleges.
-Constantly being asked to assume leadership roles
for various activities and being asked to apply
for management positions.
-Source of motivation: desire to help other young
people interested in education.

Influences:

Racism has influenced me in the sense that it
makes you strong and determined.
-My mother's experience as a supervisor, my
colleague, and my personal friend.

And I must

include my present boss who constantly expects me
to continue my career and I will be doing so.
-Children, colleagues, other family.
-Parents and instructors.
-Peers--fellow instructors encouraged and
supported.
-Self-motivation.
-Successful experience in administration (social
service agency) before beginning career in higher
education.
-Self advancement, expectations and motivation.
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-Mentors who had succeeded in new areas of

1----

-

endeavor.
-Fighting against the racism that existed and

f-

still exists at my college.
-Myself.
-Civil Rights movement, family and friends.

1-----

-Moving from lower socio-economic Gary, Indiana to
Watts to Orange County's Mission Viejo.
-I was motivated by my parents to achieve and do
my best at whatever I did--I accidently and

~

=--='~-

~-==,

totally unplanned [the] move into community
college administration.

~-~ - - -~

~~

-Outstanding Black mother:
-series of positive childhood experiences:

•
~ -~

-Family concept (strong)

-,

-Strong and healthy self concept and image.
-Working with excellent supervisor--males mostly
at President level--good role models and honestly

~

;=

-

F -

--"
~
-

a supportive spouse who feels "there's more room
at the top."
- Financial- -possibilities of advancement/uppeL
mobility.

Social commitment--to have the

r---

greatest impact on the largest possible numbers
(especially minorities and women).
~

-
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-I was successful prior to coming into the
community college system.
-Greatest influence and source of motivation is my
mother • • •
-I wanted a different experience and felt I had
something to contribute.

I now question whether

this career track is worth the hassle.
-Personal commitment to excellence.
-My commitment to Christ: being born again has
given me the inner strength vital to surviving in
such a vicious system.
-My white male Dean who constantly gave me more
responsibility to supervise the internal
operation of the office and who always said,
"school, first: work, second."
-High school teachers.
-The fact that there are so few of us.
-Husband's encouragement--white male administrator
helping and Black female administration
assisting.
-Personal motivation, peer support, single parent
feeling need to excel and set examples.
-My supervisor--Dean of Students.
advice.

2.

1.

Excellent

Support.

-Needed more variety and challenge in career after

----
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resuming full-time professional employment.
-A desire to broaden my experiences.

Enjoyment of
'='==

working with people. Enthusiasm for community
college education.
-I owe it to myself, my race, my family, and to
God to develop my talent.

-

-

I believe it would be

a sin for me not to develop my talents.

I have

always been guided by this belief.
-I enjoyed my work.

My goal was to be an

,_

administrator and the community colleges was
[sic] where I was working.

--'

h~==

=- -j

I had no particular
- -~

preference for community colleges.
-Mentors and seeing the need for someone who would

:·-

put students first and could identify with

-!

-

-c:;j

minority students and relate!
-Mentor--former Director.
-Not really in administration.

-=

Item Nos. 12 and 13 -- Professional Experiences

-

Respondents were asked to classify themselves
according to the positions they currently occupied,
desired in five years, and desired ultimately.

They

-

-

-

were also asked to indicate the number of years they
had served in their present positions.

In analyzing

=====;
' ~

the data on the respondents' current position, it was
found that 24 percent of the respondents held the title

""''
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of director which falls into the level three category
of top-level administrators.

Other data indicated that

assistant and full dean titles were equally distributed
at 19 percent for the respondents.

However, the full

dean title was a level two category of top-level
administrators while the assistant dean title was a
level three category.

Sixty-seven percent of the

respondents' current positions fall in level three of
the top-level administrative hierarchy.
Respondents' desired upward career mobility as
evidenced in their five-year and final career goals.
Fifty-six percent of the respondents indicated
aspirations in the top three administrative levels
within five years.

The ultimate position desired,

according to 35 percent of the respondents, is a
presidency--the top level in the hierarchy.

In

contr.ast, 14 percent of the respondents indicated that
their ultimate desire was "retirement, consulting, and
out-of-education."
shown in Table 16.

The distribution for these data is
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Table 16
Respondents' Professional Experience

Position

Current
Position
%
#

Desired
Position
5 yrs
%
#

Desired
Position
Ultimately
%
#

President/Superintendent/Chancellor

2

3.7

9

16.7

19

35.2

Vice President

2

3.7

12

22.2

2

3.7

10

18.5

9

16.7

8

14.8

Associate Dean

2

3.7

0

0

0

0

Assistant Dean

10

18.5

6

11.1

0

0

Director

13

24.1

0

0

0

0

Division Chair

6

11.1

0

0

0

0

Other

5

9.3

3

5.6

8

14.8

No Response

4

7.4

15

27.8

17

31.5

54

100

54 100. 1

Full Dean

Total

54 100.0

In Table 17 the data are presented for the number
of years that the respondent has served in a top level
administrative position.

The data indicate that 30

percent of the respondents have held an administrative
position for only one year.

Figure 2 presents a

graphic representation of the data.
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Table 17
Respondents' Number of Years in Administration

Years

Percent

1

16

29.6

2

6

11.1

3

6

11.1

4

3

5.6

5

5

9.3

6

2

3.7

7

2

3.7

8

4

7.4

9

1

1.9

10

1

1.9

ll

0

0

12

3

5.6

13

0

0

14

1

1.9

4

7.4

54

100.2

No Response
Total

Number

100

Figure 2
Respondents' Number of Years
in CCC Administration
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Item No. 14 -- Salary
Respondents were asked to classify themselves
according to their present salaries.

The categories

were $29,000 or under: $30,000-$34,000:
$35,000-$39,000: $40,000-$44,000; $45,000-$49,000:
$50,000-$54,000: $55,000-$59,000: and $60,000 or over.

Twenty-five percent of the respondents were found to be
in the $40,000-$44,000 salary range.

Table 18 presents

the distribution of the salary ranges.

Table 18
Respondents' Salary Range

Salary

Number

Percent

29,000 or under

2

3.7

30,000 - 34,000

4

7.4

35,000 - 39,000

5

9.3

40,000 - 44,000

14

25.9

45,000 - 49,000

11

20.4

50,000 - 54,000

12

22.2

55,000 - 59,000

l

1.9

60,000 or over

1

1.9

No Response

4

7.4

54

100.1

Total

102

Item No. 15 - Reasons for Accepting Current Position
Respondents were asked to rank their reasons for
accepting their current positions from one (least
important) to five (most important).
items is shown in Table 21.

--

A list of these

Also, the respondent was

allowed to write-in additional reasons under the
"other" category.

~

-

-

Fifty percent of the respondents

indicated their most important reason for accepting
their current positions was personal gratification.
Additional reasons and the distribution for these data

~-

-

-"!

is shown in Table 19 and the rank ordering in Table 20.
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Table 19
Respondents' Reasons for
Accepting Current Position

Reasons

Most
Impt.

Least
Impt.
1

2

#

#

%

19 35.2

3

5.6

9 16.7

7 13.0

4

7.4

18 33.3

Parental
Role Mod.

15 27.8

5

9.3

Black
Woman
Role Mod.

23 42.6

Mentoring
Relationship
Spousal
Support

#

Parental
Support
Salary
Advance

Work Experience
Desire
for
Power
Personal
Gratification
N=54

%

5

4

3
%

%

#

%

#

0

0

7 13.0

9 16.7

8 14.8

9.3

8 15.0

5

6 11.1

10 18.5

7 13.0

7 13.0

19 35.2

3

5.6

11 20.4

7 13.0

2

24 44.4

1

1.9

1

7.4

1

1.9

19 35.2

2

3

5

2

3.7

5

9.3

3.7

9.3

9 16.7

6 11.1

13 24.1

20 37.0

3.7

8 14.8

6 11.1

7 13.0

3.7

0

15 27.8

27 50.0

1.9

0

5
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Table 20
Rankings of Respondents' Reasons for
Accepting Current Positions

Total
Points

Ranking

87

8

Salary Advance

lOS

Parental Role Mod.

lOS

s
s

Black Woman Role Mod.

128

3

Mentoring Relationship

96

6

r---

Spousal Support

94

7

r- - -

Work Experience

177

2

r= ...~.. ····~

Desire for Power

106

4

Personal Gratification

201

1

Reasons
Parental Support

.

Note. Total Points were calculated by multiplying
the scale number in Table 19 by the number of responses
under that number.

Of the respondents listing additional reasons, it is
notable that these reasons were listed as "most
important."

The additional reasons given were:

-Availability of job.
-Desire to work in education for benefit of
society.
-Participate in decision-making.

·~

t--··
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-~

105

-Impact Policy decisions.
-Family and friends encouragement.
-Doing similar work on volunteer basis.
-Time for career change.
-Encouragement from Chancellor.
-Challenge.
-Desire to use educational experience.
-Desire for creative freedom.
-Desire to use and develop abilities.
-Tired of less qualified being the boss.
-Wasn't given a whole lot of choice (lateral
transfer).
-Current position was being eliminated.
-Relocate with husband.
-Trying to care for ailing mother.
-Common sense.
-Spiritual confirmation of good life.
-Lack of strong leadership.
-Need to improve department.
-Age at time of appointment.
-Desire to effect change in institution.
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Item No. 16 - Personal Characteristics and Skills
Necessary for a Successful Administrative
Career
Respondents were asked to rank the list of personal
characteristics and skills, from one (least important)
to five (most important), which they believed were

--

-

necessary for a successful administrative career.
Also, the respondents were allowed to write-in
additional reasons under the "other" category.

.

Sixty-four percent of the respondents indicated that
f='" -

the most important characteristic necessary for a

--

·~

successful administrative career was effective
communication skills.

~

The least important

characteristic according to the ranking was enthusiasm.
Overall, the respondents indicated that all of the

4

=--~
-~

- - -·----"

personal characteristics and skills listed were
extremely important for a successful administrative

~

career .

-

The othe r cha r acteristics and skills, in terms

-

of frequency mentioned, were self confidence;
decision-making skills; organizational ability;
flexibility (responsiveness to change); interpersonal
skills, intelligence, good health (tied); fairness and

-

-

objectivity, patience, conceptual skills (tied); sense
of humor; and enthusium.

Communication skills were not

r==

l
'

~
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identified as desirable characteristics by Hemming
(1981) and Pfiffner (1972}, Table 21 presents these
data.
Table 21
Personal Characteristics and Skills
Necessary for a Successful Administrative Career

Characteristics Least
Impt.
Skills
1
#

2

3

% #

%

4
%

#

Most
Impt.
5

#

%

#

%

5.6

12 22.2

22 40.7

1 1.9

7 13.0

15 27.8

24 44.4

0

0

4

7.4

16 29.6

25 46.3

0

0

1 1.9

6 11.1

19 35.2

20 37.0

Self Confidence 0

0

0

5

9.3

10 18.5

32 59.3

Sense of Humor

0

0

3 5.6

9 16.7

16 29.6

17 31.5

Decision Mak.

1 1.9

1 1.9

4

7.4

15 27.8

27 50.0

Intelligence

1 1.9

2 3.7

7 13.0

18 33.3

22 40.7

Communication

0

0

1

1.9

10 18.5

35 64.8

Good Health

1 1.9

1 1.9

7 13.0

14 25.9

22 40.7

Patience

0

0

2 3.7

10 18.5

12 22.2

20 37.0

Conceptual

0

0

1 1.9

7 13.0

17 31.5

20 37.0

Enthusiasm

1 1.9

11 20.37 16 29.6

14 25.9

Interpersonal

0

0

0

Flexibility

0

0

Organizational
Ability

0

Fairness &
Objectivity

N=54

0

0

0

0

0

2 3.7

3
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Table 22
Rankings of Personal Characteristics and Skills
Necessary for a Successful Administrative Career

Total
Points

Ranking

Interpersonal

167

10

Flexibility (Responsiveness
to Change)

203

5

Organizational Ability

201

6

Characteristics
and Skills

Fairness and Objectivity

215

2

Self Confidence

215

2

Sense of Humor

182

9

Decision Making

210

3

Intelligence

208

4

Communication

218

1

Good Health (Mental and
Physical)

190

7

-

F-

-

~

-

1

!::--=~
~~
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Patience

182

9

Conceptual

191

8

Enthusiasm

162

11

':J

~

Note.

Total points were calculated by mult1ply1ng
number Table 21 by the number of responses
under that number.

~scale

The

ad~itional

-

-

personal characteristics and skills

listed by the respondents under the "other" category

'i

~-""'=="
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are listed below:
-Persistence.
-Interest in facilitating.
-Knowledge.
-Creativity.
-Self confidence.
-Foresight.
-Respect for people of various cultures.
-Willingness to listen--keep an open mind.
-Ability to synthesize new information.
-Vision for the future.
-The strength of Racism.
-Political savvy.
-Management style.
-Consistency.
-Loyalty.
-Confidentiality.
Item No. 17--Areas of Study for Black Women Aspiring to
a Career in Administration.
Respondents were asked to rank the list of areas of
study, from one (least important) to five (most
important), which they felt were important for Black
women aspiring to a career in administration.

Also,

the respondents were given the opportunity to include
any additional areas under the "other" category.

The

110

areas of study pertinent to CCC administration were:

f-

legal issues, collective bargaining, personnel
management, educational issues, fiscal management,

f-

institutional planning, community services functions,
management during declining or stable enrollments,
group dynamics and the open door concept.

The issue

f-----

that the majority of the respondents thought most
important to study was fiscal management while
collective bargaining, according to the ranking, was
considered by the majority of respondents the least
important area.

The areas of study of importance in

c=
~--i
F=

descending order, were:

fiscal management:

· ~

F.;~ ··~

institutional planning; personnel management,

~

management group dynamics; educational issues;
~~ '

management during declining and stable enrollments:

;

legal issues: community services functions: open door
concept and collective bargainng.

Table 23 shows the

distribution of their responses and Table 24 presents
the rankings in descending order.

-~
i

=~

-

-

One respondent

indicated that "none of these areas is important to the
male who advances: neither should it be vital to my
advancement.

---

In fact most of the men I talk to know

little or nothing about any of these."

-=-

-=-
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Table 23
Areas of Study for Black Women
Aspiring to a Career in CCC Administration

Least
Impt.
1

Areas
#

%

Legal Issues

1 3.0

Collective
Bargaining

0

Personnel
Management

2
#

4

3
%

#

Most
Impt.
5

%

#

%

#

%

4 10.3

13 33.3

11 28.2

3

9.7

16 51.6

9 29.0

1 2.0

3

6.1

8 16.3

22 44.5

15 30.6

Educational
Issues

3 6.6

2

4.4

10 22.2

10 22.2

20 44.4

Fiscal Mgt.

1 2.2

1

2.2

7 15.6

15 33.3

21 46.7

Institutional
Planning

2 2.1

2

4.3

11 23.4

15 31.9

18 38.3

Community Ser.
3 7.0
Functions

9 20.9

14 32.6

9 20.9

8 18.0

Mgt. During
Declining or
Stable
Enrollments

2

4.8

6 14.3

16 38.1

18 43.0

Group Dynarr.ics 2 4.3

3

6.5

12 26.1

11 23.9

18 39.1

Open Door
Concept

4

9.5

16 38.1

12 28.6

6 14.3

0

0

0

4 9.5

10 25.6
3

9.7

112

-

- -

- -

--

Table 24
Rankings of Areas of Study for Black Women
Aspiring to a Career in CCC Administration

Total
Points

Areas of Study

Ranking

Legal Issues

142

7

Collective Bargaining

105

10

Personnel Management

184

3

Educational Issues

177

5

-

-

189

1

-

-

i=

-

F

Fiscal Management

-

!

~-~

=

f-·

Institutional Planning

188

2

Community Services

~unctions

139

8

Management During Declining/
Stable Enrollments

176

6

Group Dynamics

178

4

Open Door Concept

138

9

!'=-

--'--

~
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I

p-

Note. Total points were calculated by multiplying the
scale number in Table 23 by the number of responses
under that number.
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Other responses indicating additional areas of study
included:

-

-Black women need to know what other male[s] or
female[s] need to know.
-Depends on ones area of concentration--where you

-=~-..,
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want to go--dictates on where one should place
focus.
-Affirmative Action.
-Community college politics.
-Understanding "the good old boy's club".
-Curriculum innovation.
Item No. 18--Reasons for Scarcity of Black Women in CCC
Administration
Respondents were asked to rank, from one (least
important) to five (most important), the reasons for
the scarcity of Black women in CCC administration.
Once again, the respondents were given the opportunity
to include any additional reasons under the "other"
category.

Forty-eight percent of the respondents

indicated that male attitudes were the prevalent
reasons for the scarcity of Black women in CCC
administration while 25 percent indicated women's own
preference was the least important reason.

Table 25

presents the distribution of responses and Table 26
presents the rankings.
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Table 25
Respondents' Reasons for Scarcity of
Black Women in CCC Administration

Least
Irnpt.
1

Reasons

%

2

4

3

#

%

#

Most
Irnpt.
5

%

#

%

%

#

Male
Attitudes

2

4.4

0

0

8 17.8

13 28.9

22 48.9

Discrirnination

1

2.2

1

2.2

11 29.4

13 28.9

19 42.2

Socialization

5 11.6

2

4.7

9 20.9

19 44.2

8 18.6

Women's Own
Preference 11 25.0

9 20.5

16 36.4

5 11.4

Lack of
Training/
Experience

4

8.3

13 27.1

11 22.9

11 22.9

3

6.8

9

18.8

Lack of Role
2
Models

4.4

8 17.8

13 28.9

11 24.4

11 24.4

5 10.9

11 23.9

10 21.7

9 19.6

11 23.9

Other Obligations or
Priorities
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Table 26
Rankings of Respondents' Reasons for
Scarcity in Black Women in CCC Administration

Total
Points

Rankings

Male Attitudes

188

1

Discrimination

184

2

Socialization

135

6

Women's Own Preference

112

7

Lack of Training/Experience

155

4

Lack Role Models

156

3

Other Obligations/Priorities

148

5

Reason

Note.

Total points were calculated by multiplying the
scale number in Table 25 by the number of
responses under that number.

Respondents tended to agree that all reasons were
valid and provided the additional reasons are listed
below:
-Institutional rigidity.
-Good Old Boy Policy.
-Rather promote a poorly trained/qualified white
female than a trained Black female.
-No drive and determination to be the best in their
field.
-Lack of opportunities.
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-Female attitudes (white).
-Demand for eliminating difficult problems.
-White attitudes.
-Black men.
-No true Affirmative Action plans that are
enforced.
-Low turn over in vacancies.
-Networking.
-Familial responsibilities and problems.
-Slower to seek and take risky positions.
-Less preparation for the reality and coldness
experienced in the process.
-Financial.
-Lack of encouragement.
-Laws/regulations.
Item No. 19 - Discrimination in Professional Career
Respondents were asked to indicate the extent to
which they felt race, sex, or race and sex
discrimination influenced their professional career and
to indicate the effect, negative or positive, on their
career.

Of those responding:

68 percent indicated

that they had perceived race discrimination to varying
degrees while 7 percent indicated they had not.
Fifty-nine percent indicated that they preceived sex
discrimination to varying degrees while 9 percent
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indicated that they had not.

Fifty-seven percent of

the respondents' indicated that they preceived both
race and sex discrimination to varying degrees while 7
percent indicated they had not.

Overall, the

respondents indicated that they had preceived race and
sex discrimination but not to a great extent.

These

data are summarized in Table 27.

Table 27
Respondents' Perceptions of
Race and Sex Discrimination

Extent of Discrimination
No
Disc.
1

*

2
%

4

3

#

%

%

#

Great
Disc.
5

#

%

#

%

Race

4

7.4

9

16.7

12

22.2

8

14.8

6

11.1

Sex

5

9.3

10

18.5

11

20.4

6

11.1

5

9.3

Race &
Sex
4

7.4

6

11.1

6

11.1

12

22.2

7

13.0

These variables could not effectively be compared to
the Hemming (1981) and Pfiffner (1979) studies because
of historical and societical traditions which affect
Black women in America.

The data tend to support the

"double bind" that exists for Black women.
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Respondents were also asked to assess the effect
that race, sex and race and sex had on their career.
Thirty-five percent indicated that race had a negative
effect on their career while 37 percent indicated it
had a positive effect.

Thirty-one percent indicated

that sex had a negative effect while 16 percent
indicated it had a positive effect.

Regarding sex and

race, 37 percent indicated it had a negative effect on
their career while 14 percent indicated a positive
effect.

Table 28 presents data relevant to the

positive or negative effect of race, sex, and race and
sex discrimination on the professional careers of Black
women.

Overall, the respondents indicated that they

had perceived race, sex, and race and sex
discrimination which had a more negative than positive
effect on their career.
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Table 28
Effect of Race and Sex Discrimination
on Respondents' Career
Positive

Negative
%

%

#

Race

19

35.2

20

37.0

Sex

17

31.5

9

16.7

Race & Sex

20

37.0

8

14.8

Item No, 20 - Greatest Source of Discrimination
Respondents were asked to indicate and explain, in
short-answer form, whether race or sex caused the
greatest source of discrimination in their careers.
Twenty-four percent indicated that sex was the greatest
source of discrimination while 11 percent indicated
that race was.

Twelve percent indicated neither while

other responses were recorded by the remainder of the
respondents.
Table 29.

The distribution of the data is shown in

-

-
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Table 29
Race or Sex:
Greatest Source of Discrimination?

No.
Responses

~'

Percent

Race

6

11

Sex

13

24

Both

10

19

Neither

12

22

2

4

11

20

Undecided
No Response

---

= --· - -

i
·=-~

J

-

Total

54

100
:=-

r--=-

The verbatim responses of the administrators are as

~

follows:

J

~

-=

....;

-Have not encountered any.

"

:

-Primarily politics.
-Sex.

It appears that they are more concerned

about my ability to handle whatever the position
-

--

may entail (male as well as female) then they
would hire a man.

Even if he has had

failures/problems and I haven't!
-Race--decisions are often challenged.
-Both have contributed due to male majority

F

-
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patterns and

promotional bias for insiders and

loyalty to colleagues.
-At my institution Blacks and other minorities are
not promoted, especially women.

There are

recorded cases of overt discrimination.
-Yes, I have a court case in the

u.s.

9th District

Court.
-Race it is my feeling that the issue of race
discrimination is the most significant.

I have

seen white women advance to positions as a
"minority" that would have been filled by either a
minority male or female prior to their status of
"minority".
Chronicle of Higher Education had an article in
one of last year's or year before issues on the
status of minorities in administration in higher
education.

Minorities included "white women."

White women made the greatest gains.

Ethnic

minorities male and female had a significant
decline in administrative positions.

Seems as

though the increase for white women carne at the
expense of ethnic minority men and women.
-None at all.

I don't let it!

I work hard to let

people know I am talented and willing to work hard
to get the job done.

It works.

I am also
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political and I can keep my opinion to myself.
-No--because I live in an area with a large
minority population and because of my extensive
community and political involvement.

!-

I have

experienced very little direct discrimination in
my "career."

There is no question discrimination

f-----

exists and it causes me a great deal of anger and
frustration.
-Career area focus is usually dominated by women
thus a traditional role hence justify lower pay

="'='~

f-

r-

(sex determined).
-Race has been a problem more than sex--constantly

~
1--

~

- c'~"9

~-~

..

made decisions, abilities questioned in spite of
proven success.

By success I mean leading a
"i

~

program without national accreditation thru that
..

I-

~

process successfully and still have people
question the results.
-No, neither.

My age has had a more significant

=

"i

:::=:=::;
-

-

and serious impact on my career thus far.
However, based on current/past actions of this
district, race and sex may retard my advancement
when age is no longer a cause for concern.

---

-Both--one equals the other if you are a Black
female in this dictrict.
--

·-

-In the area of negotiating for pay raises, yes.

-
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-No.

In house politics, not necessarily related to

race affect who will receive the promotion.

Those

people who are liked and in favor usually get the
job.

A good working record does help.

-Yes--I have met some very bigoted people, however,
those

experiences have made me more determined.

-I think sex is probably the greatest source
because of the attitudes held by those in charge
(usually white males) that women can't do the job.
But again, I am not sure.
-To the extent that men are entrenched and make the
decisions ultimately, there are few opportunities
for women to have open access.
more of a problem

Race has become

because of the limited number

of positions to be shared by so many more ethnic
groups, the Black woman has to compete against
Asians, Hispanics, whites.
-Both about equally:

Chicanos, in their advance

take exception in both areas--I work in a college
and district now giving high visibility to
Chicanos.

They are very

threatened by me--r am

highly visible and knowledgeable, a
administrator~

good

Black men take exception because I

am a woman who is not dependent nor prone to
playing that role.
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-No.
-Sex and then race causes the greatest
discrimination problems.
standards.

There are still two

Students sometimes even say, "I want

to talk to a man."
-Sex--women generally regarded as less well
prepared to endure the rigors of management.
-Both--who can determine if they see me as a "black
female" or a "female who is black."
-Yes.

Entered the system and administration in an

all black college after having been rejected by
the predominately white campuses.
-Internal promotions through my work in the
Affirmative [Action] program.
-Sex--at one point I was interested in a different
direction.

Passed an entry level exam for a

position, among top three scores, was not
interviewed because I was a female.
-I honestly do not believe that I have been
advanced (or not advanced) because of my race or
sex.
-Don't know--don't pay much attention to this
unless its from supervisors.
-My race has certainly had more importance than my
sex.

The combination however is the key.

It
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works both for and against me in general, however,
in terms of career advancement for me it has
helped.

I've seen others who were not as

fortunate.
-Had I not been a black woman I would have been
appointed to current position at least five years
sooner.
-Both race and sex have been sources of
discrimination for me.
racists.

White women are the most

Black men are close behind them.

men seem to be somewhat more covert in
racists practices.
learned

White

their

Maybe because they have

to disguise it better.

-Basically I have had little problem with
discrimination but the problems I have had I'm
sure are due to my sex and then my race plays a
part.
-Yes, old attitudes and stereotypes persist
regarding sex and race related to work,
particularly administration.
-Yes, I am a highly qualified person with many
credentials, degrees and honors but the college
where I work has hired men primarily in positions
in which I could have functioned very well.
-Race.
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-Prior to 1970's racial discrimination was more
greatly demonstrated.

Today sexual discrimination
~

is more evident.
-Sex obtaining positions has never been a problem,
only promotions are a problem.

f----

-Lack of experience.
-I believe sex has been more of an issue however,
males and females are more willing to mention sex
as an issue than race.
J
c-

-No.

To date I have progressed based on skill and

knowledge in my field.
when I earn a

(Financial Aid)

If and

r-- ~-=

-

~,

F--

doctorate and seek my ultimate

~~

"""" ~

goal--Dean, I will likely encounter a level of
discrimination, however I can not say that it will
effect me negatively for I only confess

-

!

be

--~

positively.
-Sex.

-"

Black males also discriminate against and

~

~-- -

-=

are oftenI not supportive of Black women.
-Neither, because my performance has always been
above average.
-There have been jobs that have gone to minority

,--

-

-

men that I think I should have had but overall it
has been race.

My race has contributed to a lack

r-=

====;

of mentors and to discrimination by whites
(particularly females) who chose to interpret such

F==

~
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a degree of self-confidence and ability in a Black
woman as arrogance and a threat to their own
advancement.
-Greatest source of discrimination is neither.
Many colleagues have displayed professional
jealousy or feel threatened because I have been
competent in the various

positions I have held

over the years.
Item No. 21 - Career Advancement Based on Race or Sex
Respondents were asked to indicate the extent that
they felt their administrative career had been advanced
because of race or sex.

Thirty-seven percent of the

respondents indicated that their administrative careers
had not been advanced by race while 63 percent of the
respondents indicated that it had some effect, although
not great.

Thirty-nine percent of the respondents

indicated that their administrative careers had not
been advanced by sex while 61 percent indicated it had

-

some effect, although not great.

When combining the

variables, race and sex, 35 percent of the respondents
indicated that their administrative careers had not
been advanced because of race or sex while 65 percent
indicated it had some effect, although not great.
Overall, the data suggest that Black women
administrators feel that their administrative careers

1-----
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has been effected by race or sex although their career
may not have been advanced as a result.

Table 30
f--

presents the distribution of the data.

Table 30

-

I--

Respondents' Career Advancement:
Race or Sex Based?

No
Adv.
1
#

%

Great
Adv.
3

2

#

%

#

4
%

#

~~-=
te= -

5
%

~,

%

#

,.;;., 3

Race

20

37.0

2

3.7

8

14.8

8

14.8

2

3.7

Sex

21

38.9

2

3.7

3

5.6

5

11.1

2

3.7

13.0

9

Race
Sex

1-

&

19

35.2

5

9.3

7

-~

k--

16.7

3

3.7

~~

~

~

-

Item No. 22 - Forms of Discrimination:Perceived/
Experienced
Respondents were asked to identify the extent to
which they had experienced or perceived the following

1--

-

-

forms of discrimination during their administrative
careers:

prejudice against hiring a Black; prejudice
! ~-

against hiring a woman; different salaries for men and
women with the same training and experience; different

~

=
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policies regarding tenure, seniority, and promotion
based on race and/or sex; and lack of authority even
though title implies power.

Respondents were to check

either experienced or perceived, but not both.

Since

the majority of respondents checked both categories,
the data for this item were unusable; therefore, no
inferences could be drawn.
Item Nos. 23 to 27- Affirmative Action (A.A.)
Respondents were asked to indicate their
perceptions regarding the prevalence, responsibility
for, and effects of affirmative action in their
colleges or college districts.

Table 31 summarizes the

respondents' perceptions of data relevant to
district Affirmative Action.

Forty-six percent of the

respondents indicated that the AAO influenced the
hiring/promotion process in their district while 37
percent indicated no influence.

Twenty-four percent of

the respondents indicated that more Black women had
been hired/promoted to administrative positions as a
result of Affirmative Action Policies while 53 percent
indicated they had not.

Most colleges and districts do

have Affirmative Action Plans and one full-time
individual charged with the responsibility for
implementing and monitoring the plan.

In most

instances this individual was entitled Affirmative

130

Action Officer (AAO).

This officer functions at either

the college or district level; in multi-campus
districts, the AAO functions at the district level.
The AAO typically reported to the top executive
officer, chancellor/ president/superintendent, at the
college or district level •

•
Table 31
Respondents' Perceptions of
District Affirmative Action

No

Yes
%

%

Existence of AA plan:
College has plan

41

75.9

6

11.1

District has plan

45

83.3

2

3.7

Responsibility for plan
delegated to specific
individual (AAO)

38

70.4

9

16.7

AAO functions at district level

30

55.6

6

11.1

Full time position

26

48.1

21

38.9

AAO Influence Hiring/Promotion

25

46.3

20

37.0

AA resulted in hiring/promotion
of more Black women

13

24.1

29

53.7

N=54
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Table 32
Titles of Persons Charged with
Implementation/Execution of AA Programs

Number

Percent

Affirmative Action Officer

18

43.9

Personnel Director

10

24.4

3

7.3

Director of EOPS and AA

1

2.4

Vice-President Personnel

1

2.4

Special Assistant to Chancellor

1

2.4

Assistant Superintendent

1

2.4

Assistant Dean

2

4.9

Upward Bound Project Director
Assistant Dean

1

2.4

Government Affairs Officer

1

2.3

Superintendent/President

2

4.9

Titles

Director of

AA
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Table 33
AAO Reporting Hierarchy

Title

Number

Percent

Chancellor

23

42.6

President

11

20.4

Dean of Students

2

3.7

Dean

1

1.9

District AAO

1

1.9

Executive Dean

1

1.9

v.

1

1.9

Committee

1

1.9

Board

1

1.9

No one

1

1.9

11

20.4

P. Student Affairs

No response

The AAO was most often Black and male.

Table 32

presents the distribution of persons charged with
affirmative action responsibilities and Table 33
presents the reporting hierarchy.

Table 34

presents the distribution of the AAO's by ethnicity and
sex.
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Table 34
Ethnicity and Sex of AAO

Female
it

%

Male
%
#

Asian

7

15.2

1

2.2

Black

9

19.6

10

21.7

Hispanic

1

10.9

4

8.7

Caucasian

5

10.9

8

17.4

Other

0

1

2.2

22

24

Total

Item No. 28 - Additional Comments
Respondents were asked to provide any additional
comments on the influence(s) of sex discrimination and
AA and their impact on Black women in California

community colleges.

Nine or 16 percent of the

respondents commented.

Their comments are reported

verbatim since they are very personal and reflected the
respondents perceptions and experiences.

They are as

follows:
-California's brand of racism is subtle for the
main part.

Consequently Black women often do not
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recognize the extent race plays in a lack of
advancement nor the level of their greatest
capacities.

This failure tends to prevent

organizing to overcome this.
-Please bare [sic] in mind that I work for one of
the few districts with a Black Chancellor and an
unusual number of high level Black
administrators--therefore, I am certainly aware
that under different circumstances my answers
would probably be very different.
-Thank you for doing this study; am interested in
the results.
-Sorry about the delay.

Best wishes.

forward to your results.

I look

I'll be very pleased to

hear from you if you need more information.
Congratulations on your Doctoral candidacy!
-Good luck in your project.
-Entry level management is relatively open to Black
females.

Middle management is more difficult to

achieve and upper level is almost unheard of.
There appears to be an emphasis on hiring Asian
and Hispanic women as a commitment to Affirmative
Action rather than Blacks.
-I am probably a most unusual respondent in that I
do not feel that I have been discriminated
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against.

That is to say, my perceptions of

discrimination are very low and it is hard for me
to distinguish between sex or race the degree to
which each has applied to me.

I feel very

strongly that perhaps the prejudices toward women,
and the resultant expression of those prejudices
are more important in women's advancement in any
field than race.
Perhaps my senses have been somewhat dulled also
by the fact that I work at a college where the
president is a woman, one of the two Vice
Presidents is a woman, four cut of five deans are
women and three of them are black.

It's hard to

perceive discrimination--racially or sexually in
this environment.

That is not to say, that

individually some or each of the women did not
experience or were not the object of it but it's
awfully hard to remember.

(The college is

predominately a white suburban school.)
-Interesting facts:

1.

First time in 68 year

history of college a woman is placed in the
position.

2.

Previous male (caucasian) in

position was part of President's Cabinet, made
more money due to placement (location) on salary
scale.

It was changed with his promotion to Vice

-·-
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President, job description was rewritten for the
position.

3.

Changed from a line (6 Deans) to a
f-

staff position (supervise -0- staff).
Position was in-house promotion.
requirements listed.

4.

No educational

Competed with staff

c---

(classified and certificated) who had no
degrees--only Ed.D. or doctorate prepared
candidate in pool of applicants.

5.

Finalist.

Two women, 1 Black, Ed.D. (4 years in Dean level

-'
.~

job) and 1 Mexican, M.A. (one year on campus--non
administrative position).

Note:

=i

However, more
~

women have been hired and promoted with current
president and Board of Trustees but either job
~-

j

description has been rewritten and/or title
changed--unaware of any hired beyond lowest
(beginning) salary range.

-

- ~

Several men have been

hired beyond beginning step of salary range.

Good

=

_d
-

luck.
-People in administrative positions should be well
prepared for the job.

Women as well as men should

have the necessary skills before applying for a
job.

~

-

I have seen many women aspire to higher

level jobs for which they were unprepared.

They

~=;

see the power of the job and its salary and not
all of the work that goes with it.

Then when they

==-

;j
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fail to get the job or to be successful in the
position, they must blame someone else.
I wonder now if an administrative position is
worth the extra hassles that go along with it.
-This person [A.A. officer] is recently assigned on
a temporary basis--therefore no significant impact
as yet.
-In our District, more minorities proportionately
are in administration.

The real discrimination

occurs in hiring full-time tenure-track faculty.
Certain departments are notorious in the
racist/sexist hiring patterns.
-I came along at a time when being a Black female
(relatively young for administrative position, 35)
was a

plus--I fulfilled several categories:

however, once landing the job your smarts have to
keep you going • • • •
-Seems to be a struggle for advancement between
minorities and Black males and females.
college systems have lots
from the total number.

The

of options--hire one

That still leaves a lot of

capable people outside the system.
-Black women perhaps have more opportunities in
lower level administrative positions without much
authority no matter what setting, title held, area

f-----
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-

of the state, etc.
-With white women being considered minorities,
~

Black women once again are relegated to third in
line~

just in front of Black males.

-There is a large concentration of extremely
competent Black women
many in state.

c.c.

f----

administrators.

Too

Many are held back because they

want only so many.
-I have known of at least two highly competent
Black women (ED.D.) with extensive administrative

~

-

--

--=
i

experience (Director level and Assistant Dean

-=;

level) who have applied for Assistant Dean and

"""'

3

Full Dean positions who were passed over for a
hispanic and a white woman with less experience

~

and education.

-

-I am limited to Orange County.
not here.

J
~

-~

Many Blacks are

Those here don't offer their services,

~

-

get political and then apply for as many posillons
as I want them to.

--

=

Many are too involved with

other social or family ties.

I hire out the

housework and other chores so I can get involved
in my career.

~

-

-

I was formerly the house cleaner

and I know the value of letting someone else do it

rel~tively

===i

:

while I move ahead on my job.
-Entry level management is

~

open to Black

=-'- -~
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females.

Middle management is more difficult to

achieve and upper level is almost unheard of.
There appears to be an emphasis on hiring Asians
and Hispanic women as a commitment to affirmative
action rather than Blacks.
-More opportunities to interview have resulted from
A.A. activity but I do not believe a significant
difference in the number of administrators has
occurred. I have been negatively effected because
I was the only Black and only female administrator
at my college for four years, so they refused to
allow me to transfer even when I was solicited for
another position at another college in my district
because the affirmative action goals would be
jeopardized for lack of a replacement.
-A.A. policy is only words on paper!
you

A buffer--if

will--and a license to do anything they

desire to do.

In this district it has been

meaningless--even to the point of a complaint I
filed not receiving a response--ever.

The whole

matter was buried and with no apology.
-Many of the Black women in this District feel that
A.A. has not worked for them since the early 70's.
Promotions are slow.

I am able to make the above

statements because I was acting Director 1 1/2

140

years, and Assistant Director three years of the
District wide A.A. Program.

I found the position

more and more stressful and frustrating because of
[item] 22e and made a lateral transfer from
Director to a District office position which did
not pose a threat thus impeding any advancement.
-If Black women are perceived as "aggressive" they
pose a threat thus impeding any advancement.
-The major form of discrimination I now face is
that I don't get the recognition I deserve for
excellent work.

If I were a white male or white

female, with my ability and

accomplishments, I

would receive greater recognition and possibly
greater job advancement potential.

Many white

people can only recognize excellence in their own
race.
-Black women need to form a coalition to serve each
other.

White women's groups discriminate against

Black women.

The groups in operation now isolate

Black women.

The white women work hard to keep

Black women down at the bottom.
-I feel the A.A. policy is a good one, however, in
some

institutions they are not open minded to

change and of course the geographical locations of
the college may have an effect on the hiring and
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promotion of Black women.
-A.A. is not aggressive enough.
-The influence of sex discrimination on Black women
in

California community colleges is often more

subtle than blatant.

This makes activities

associated with A.A. less effective.

Often there

is a lack of commitment to A.A. as demonstrated in
lack of clout, personnel budget, etc. to perform
adequate investigation and review associated with
claims of inequity in hiring and promotional
procedures.

In the absence of evidence showing

disparate treatment, the claim is that none
exists.
Profile of the Black Woman CCC Administrator
The profile represents the total sample of current
top-level Black women administrators in California
community colleges.

The composite Black woman profile

represents 79 of her peers in CCC administration.
Personally, she was the first-born of two children
in her family, is divorced, and has one child.

She is

between the ages of 41 and 50, strong, self-confident
and resilient.
Educationally, the composite Black woman
administrator holds both a Bachelor's and Master's
degree.

Her degrees were earned in California, mostly
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in the California State University System at the
Bachelor's and Master's levels.

Her Bachelor's degree

was in the social sciences, her Masters in counseling,
and if a Doctorate, it is in education.
doctorate for self-fulfillment.

She sought the

Her mother has been

her greatest source of motivation for advancement.

She

can identify Black male and female mentors.
She is in the third level of administratibn, with
the title of Assistant Dean.

She is located in a multi

campus district in large urban areas in Oakland, San
Francisco or Los Angeles.

She has been in an

administrative position for one year.

Her position is

related to the instructional administrative division of
the college.

Her college district is more likely to

have a Black male Affirmative Action Officer who
reports to the Chancellor.

She aspires to move into a

higher level position--full dean--within five years and
her ultimate goal is to become a superintendent,
president, or chancellor.
She has experienced discrimination based on race
and sex but sex seems most prevalent.

She attributes

sex discrimination to the inclusion of white women into
the "minority" classification.

Individually, race has

had more of a positive effect on her career, sex a
negative effect and race and sex combined a more
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negative effect on her career advancement.
She accepted her current position for personal
gratification.

She believes that the following are

necessary for a successful administrative career:
commuoication skills, self-confidence, decision-making
skills, organizational ability, flexibility,
intelligence, and interpersonal skills.
She believes that the scarcity of Black women in
community college administration is due primarily to
male attitudes, discrimination, and lack of role
models. She does not believe that Affirmative Action
has resulted in more Black women being hired or
promoted to administrative positions.

She believes

that knowledge of the following areas would be helpful
to other Black women aspiring to administrative
careers:

fiscal management, institutional planning,

personal management, group dynamics, and educational
issues.
Summary
In this chapter, data gathered from the 54
respondents of this study have been reported and
analyzed, both in narrative, tabular and graphic form.
Some observations have been made based on the data and
comparisons made with the Phiffner (1972) and Hemming
(1981) studies when appropriate.

The data was gathered
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from a researcher-developed survey instrument organized
around the following areas:

-

demographic and

biographical data, academic achievement, sources of
motivation for career advancement, professional
experiences and aspirations and the influence of sex,
race and affirmative action on career advancement.

A

~-

composite profile of the top-level Black woman
administrator currently employed in a California
community collge has been drawn.
__

In Chapter 5, summary, conclusions, and

,

;d

i

recommendations are presented.
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Chapter 5
Summary, Conclusions, and Recommendations
This chapter presents a summary of the study
pertaining to Black women administrators in California
community colleges and the influences of sex and race
discrimination and affirmative action on career
mobility.

The purpose of this study was four-fold.

First, it determined the extent to which Black women
were employed full time in the top three levels of
community college administration in California.
Second, it gathered demographic and attitudinal data
about Black women in community college administration
in California.

Third, it reported the perceptions of

Black women currently employed in top-level positions
regarding race and sex discrimination as they had
personally experienced it and the influences of
affirmative action on their upward career mobility.
Finally, this study emphasized the societal trends
which influenced the role of Black women in the labor
force.
Summary
In Chapter 1, ten research questions designed to
accomplish the purposes of this study were posed.

The

answers to these questions, contained in the following
pages, hopefully are of interest not only to Black
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women in community college administration, but to all
women who aspire to administrative careers in higher
education and especially to men who continue to
dominate the administrative hierarchy in higher
education.
r---

Chapter 2 presented a review of the literature and
related research.
five areas.

This literature was divided into

Part 1 was a discussion of the historical

conditions surrounding Black women and their work in
education during the eighteenth, nineteenth and
twentieth centuries.

.~ ~·

g
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~

i

This discussion was included to

establish a framework for understanding certain

=~

assumptions and attitudes about the nature and status
of Black women.

Part II related current research on

women in higher education administration which shaped

=

-
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and reinforced the attitudes and assumptions toward all
women in leadership positions in higher education.

:::;

f------

Part III defined the role and status of Black women in
higher education administration generally, while part
IV specifically focused on the role and status of Black
women in California community college administration.
1-

~

-

Part V synthesized the effect of affirmative action on
Black women's access and representation in the
California community colleges.

~-

=====;

In Chapter 3, the

procedures used to accomplish the purposes of the study
~

___,
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were detailed.

The study population and sample were

defined, the sources and development of the survey
documented, and the procedures for data collection,
data collection results, and treatment of the data were
described.
In Chapter 4, an analysis of the data was
presented.

The data analysis, descriptive in nature,

was reported in narrative, tabular and graphic forms.
Direct quotations from the respondents were included to
reflect their personal experiences regarding
affirmative action and sex and race discrimination.
Data were compared to the Hemming (1981) and Pfiffner
(1972) studies when appropriate.

The data were

gathered from a researcher-developed survey instrument
organized around the following areas: demographic and
biographical data, academic achievement, sources of
motivation for career advancement, professional
experiences and aspirations and the influences of sex,
race, and affirmative action on career advancement.

As

in all survey-type studies, questions arose concerning
the thoughts and feelings of those respondents who did
not complete all the items.

There were no bases on

which a speculation could be made as to the reasons the
respondents chose not to complete all items on the
survey.

Future researchers should critically evaluate
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the survey instrument before using it since it was
evident that the majority of the respondents did not
follow the directions in item number 22.

However, this

did not appear to be the case in other items that were
unanswered.

The chapter concluded with a composite

profile of the top-level Black woman administrator
currently employed in a California community college.
Conclusions
The conclusions are drawn from the data gathered
and analyzed in this study relative to the research
questions initially posed.
Question No. 1: Has the representation of Black
women administrators in top level positions in
California community colleges increased or decreased in
the last decade?
Proportionally, the number of Black women
administrators in top level positions in California
community colleges has increased in the last decade.
The total number of top level administrators in
California's 106 community colleges during the 1981-82
academic year, according to Kanamura and Barbarita
(1983) was 2457.

Of this total 645 or 26.3 percent

were women and 77 or 3.1 percent were Black women.
Eighty Black women were identified as the population
for this study.

This shows an increase over the
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1981-82 academic year reported by Kanamura and
Barbarita (1983), although not very significant. It
appears that this increase occurred during the era of
affirmative action but the data were not conclusive
enough to indicate that this increase was a direct
result of affirmative action efforts.
Question No. 2: What does the demographic profile
of Black women administrators portray regarding their
educational level, age, family background and
professional experiences?
Although there were some substantive differences,
the demographic profile of Black women administrators
portrays them as highly educated, the majority having
earned the Bachelor's and Master's degrees and 24
percent holding the doctorate.

They are between the

ages of 41 and 50 and are usually first-born children
in families with two children.

The majority of parents

were found in service occupations which did not require
college degrees.

The Black women administrators have

occupied their current administrative positions for one
year.

They aspire to a presidency or superintendency

but will have to

move up the hierarchy from level

three.
Question No. 3: How were current Black women
adminstrators motivated to achieve their present

150

position?
Black women administrators were motivated to
achieve their present positions by family and mentors.
The primary source of motivation in the family was the
mother as reported by 52 percent of the respondents.
Mentors, both Black male and female, were another
source of motivation but the greatest source of
motivation seemed to be an inner strength and
resilience to achieve success. This inner strength and
resilience exhibited by Black women has been observed
throughout their history (Staples, 1970).
Question No. 4: Do current Black women
administrators aspire to higher administrative
positions? If so, to what positions?
Current Black women administrators do aspire to
higher administrative positions.

Their desire for

upward career mobility was indicated in their responses
to the positions they desired in five years and their
final goals.

Presently 67 percent of Black women

administrators are located in the third-level of
administration.

These women aspire to

second level

positions, full deans or vice presidency, within five
years and ultimately to the top-level position of
president or superintendent.

This aspirational level

tends to be appropriate, considering the historical and
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success orientations of Black women.
Qttestion No. 5: Do Black women administrators
report that they have experienced race and/or sex
discrimination in their professional careers,
particularly in the community colleges?
Black women in community college administration
reported that they had perceived sex and race
discrimination in their professional careers.
Discrimination was covert and related to hiring and
promotion practices. The data from this study indicates
that discrimination has remained prevalent throughout
the history of our society.
Question No. 6: Do Black women administrators
report that affirmative action played a significant
role in their upward career mobility?
Although the number of Black women administrators
has increased in community college administration
during the last decade, the era of affirmative action,
this increase is not directly attributable to
affirmative action.

Fifty-three percent indicated that

more Black women had not been hired or promoted to
administrative positions as a result of affirmative
action policies while 24 percent indicated they had.
Clearly, the effects of affirmative action cannot be
readily determined although it appears from these data
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that affirmative action policies have not been enforced
as intended. Black women tended to attribute their
career advancement to hard work, competence and
determination. They perceived both race and sex
discrimination in hiring and promotional practices.
Twenty-four percent of the administrators indicated
that sex discrimination was more prevalent than race
discrimination. This is consistent with the American
male dominated society and the status of all women in
the work force.
Additionally, the increased representation of Black
women in California community college administration
has not been uniform or universal.

Top-level Black

women administrators are clustered in the large urban
areas such as San Francisco, Oakland and Los Angeles
rather than scattered throughout the state.
Forty-seven districts or 67 percent of the California
community colleges have no Black women administrators
in top-level positions at this time.
Question No. 7: What personal and professional
characteristics are identified by Black women
administrators for success in community college
administration?
The personal and professional characteristics
identified by Black women administrators for success in
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community college administration, in order of priority,
according to most frequently mentioned are:
communication, self confidence, fairness and
objectivity, decision making skills, intelligence,
flexibility, organizational ability, good health,
conceptual skills, patience, sense of humor,
interpersonal skills, and enthusiasm.
Question No. 8:

What advice do Black women

administrators offer other Black women aspiring to
administrative positions?
Black women administrators felt that knowledge in
specific areas of study is necessary for other Black
women aspiring to administrative positions.

These

areas of study, in order of priority, according to most
frequently mentioned are:

fiscal management,

institutional planning, personnel management, group
dynamics, educational issues, management during
declining and stable enrollments, legal issues,
community service functions, open door concept, and
collective bargaining. However, it must be emphasized
that knowledge alone will not release the shackles of
discrimination. It will provide Black women with
additional information, skills and abilities that will
help them become successful and valued members of their
college communities.

Also, their leadership skills
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will be greatly enhanced as a result of the increased
knowledge gained by studying the specific areas
mentioned above.
Question No. 9: Do the Black women administrators
under study work at colleges which have written
affirmative action plans and affirmative action
officers?
All community colleges and districts have written
Affirmative Action Plans as required by federal
legislation and the Board of Governors of California's
Community Colleges.

The plans have been in effect for

approximately ten years.

Interestingly though 14

percent of the Black women administrators indicated
that their college or district did not have a written
Affirmative Action Plan.

Possibly these women were

from multi-campus districts and the affirmative action
plan was at the district level. Fifty-five percent of
the colleges have AAO's; 48 percent are full time AAO's
while 38 percent are part-time. This indicates that the
majority of the affirmative action programs are being
implemented and monitored by a professional charged
with that responsibility.

It also gives the illusion

that affirmative action is an integral part of the
community college districts' programs and policies.
Question No. 10: What were Black women
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administrators' perceptions regarding affirmative
action, its influence, operation and level of
effectiveness within their college and district?
The perceptions of Black women administrators
regarding affirmative action, its influence, operation
and level of effectiveness within their college and
district were varied.

Approximately 46 percent felt

that the AAO had influenced the hiring or promotion
process within their college or district while 38
percent felt the AAO had not.

Similarily, 24 percent

felt that more Black women had been hired or promoted
as a result of AA policies while 53 percent felt they
had not.

These perceptions regarding AA do not differ

significantly and are consistent with the Hemming
(1981) and Pfiffner (1972) studies.
In summary, the number of Black women in top level
administrative positions in California's community
colleges has increased during the last decade although
not significantly.

These women are first-born

children, between the ages of 41 and 50, highly
educated, having no more than one child, and divorced.
Despite having experienced or perceived race and sex
discrimination, they are motivated toward the top-level
of administration, a presidency.

They are

self-confident and value communication skills as a
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personal characteristic necessary for success.

They

...._._

work in colleges and districts with written AA Plans
and AAO's.

Although they were hired or promoted to

r-

their current position during the era of AA, they are
ambiguous about the effect, impact and influence of AA
1------

on their career advancement.
Further, in an effort to develop some
understandings of the historical or societal trends
which influenced the role of Black women in the labor
force and higher education administration, the

,_

researcher documented the presence of prominent Black

~--=
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women administrators and reviewed several pieces of
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legislation designed to dismantle the process of
discrimination.

Unfortunately, the historical trends
i

~

remain centered around racism and sexism and Black
women are confronted by both.

-

The future remains bleak

for Black women aspiring to administrative positions as
opportunities for advancement and financial resources

•

--=
~

·-==

F

diminish.
Data reported throughout this investigation
I~

indicate that Black women still perceive and experience
discrimination based on race and gender. The deeply

r-

-

-

internalized purpose and sense of dedication exhibited
by Black women in the past and present will continue to
_-

dominate their history and serve as an impetus for

-=
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overcoming America's racist and sexist society.
Recommendations
A review of the literature revealed no study
directly concerned with Black women in higher education
administration in California community colleges which
addressed the issues of aspiration, motivation,
barriers, perceptions or professional status or
presence.

Therefore, this study can supply baseline

data for further studies regarding Black women in
California community colleges and in higher education,
in general.

The following recommendations for further

research and study are made:
1.

Replication of· this study should be made to

document the presence and contributions of Black women
in California community college administration.
2.

A study of affirmative action programs in

higher education on the career advancement of women
and/or minorities should be undertaken to determine its
positive and/or negative impact and its influences on
hiring and promotion practices.

This study could

generally cover the field of higher education or
specifically cover a particular segment.
3.

A study of the recruitment practices and

selection procedure for administrative positions in CCC
should be undertaken to determine the degree to which

--
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Black women sought top-level positions.
4. A study on the aspirational levels of Black

~;

women in higher education should be conducted to
provide data on their career advancement and upward
mobility.
5.

r---

A study comparing the presence of all women in

California community colleges should be conducted in
order to gather data on the total female population in
administration regarding AA and perceptions of race and

-'
~

sex discrimination.
Finally, Black women aspiring to a top-level

b=

l= ·

~ ~~

administrative position should:
1.

-

be prepared to experience sex and/or race

J

~~-=-

discrimination during career advancement but they
r=

should develop coping behaviors and strategies for

;-------- -=

overcoming various forms of discrimination.
2.

develop and enhance their communication skills

since these skills were identified as the most

J

~=-- ·

i-==

important factor for success by Black women
administrators in this study.
3.

chart their career paths through the

-

-

instructional divisions since most top administrators
have a background in instruction and this is considered
the most acceptable path in academia.
~-

4.

become knowledgeable and conversant in the

=· -

=

·~
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following areas:

fiscal management, institutional

planning, personnel management, group dynamics, and
educational issues.
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Appemiix A

<date>

<title> <first> <last>
<address>
Dear <title> <last>:
I need your assistance.
I am in the process of initiating a doctoral
dissertation research study entitled: Black Women
Administrators in California Community Colleges:
Their Perceptions of Sex and Race Discrimination and
Affirmative Action.
The Black women administrators
that this study is concerned with will be in the top
three
levels
of
administration
including
President/Chancellor, deans (all levels), division
chairs, directors and other commensurate titles.
Therefore, I need your assistance in identifying
Black women administrators - certificated - in your
districts. Please complete the attached form with
appropriate data.
These women will be contacted by
me and asked to complete a survey for inclusion in
the study.
Mr. Gerald Hayward, Chancellor of the California
Community
Colleges
and
Dr.
Juana
Barbarita,
Administrator
for
Affirmative
Action
Programs,
California Community Colleges, have endorsed this
study.
We believe that this research will provide
relevant
data
pertaining
to
Black
women
administrators in California Community Colleges and
provide a data base for further research.
Your expeditious attention to this matter would be
greatly appreciated. Thank you for your support,
contributions, and cooperation.
Sincerely,

Marian C. Shivers
Associate Dean
Yuba Community College
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Appendix B
TOP-LgVEL BLACK WOMEN ADMINISTRATORS*
*The Top Level administ~ato~s include P~esidents/Chancello~s/
Superintendents, Pull Deans, Associate and Assistant Deans, Division
Chairs, Directors o~ commensurate titles . If you question whether a
specific title is appropriate, please inclu~e it.

NAME

Check here if

the~e

are no Black Women

Administ~ators

College

Please

NAME OF

TITLE

in

COLLEGE

you~ Dist~ict

S1gnature of Contact Person

~etu~n

this

fo~m

in the

self-add~essed

Ma~ian

envelope to:

C. Shive~s, Associate Dean
Yuba College - Woodland
635 California St~eet
Woodland, CA 95695
(916) 666-4454
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Appendix C
Dear Administrator:
I am a docto~al candidate at the Unive~sity of the Pacific, Stockton,·
California.
I am in the initial stages of gathering data and
info~mation for my docto~al dissertation -- Black Women Administrators
in California Community Colleges:
Influence of Sex and Race
Discrimination and Affirmative Action.
The

p~imary purpose of this study
dete~mine the extent to which Black
th~ee
levels of community college

is four-fold,
First, it will
women a~e employed in the top
administration in California.
Second, it will gather demographic and attitudinal data about these
Black women.
Third, it will ~eport the obse~vations of Black women
currently employed in top-level positions ~ega~ding discrimination as
they have personally experienced it and their perceptions and
influence of affirmative action.
Finally, this study will emphasize
the societal t~ends which have influenced the ~ole of Black women in
the labo~ fo~ce.
A sea~ch of the literature revealed no other study specifically
concerned with Black women administrators in California community
colleges.
This study should validate you~ cont~ibutions to and
involvement in the California community college system and serve as a
data base fo~ future ~esearch.
My

goal

is

to have 100% pa~ticipation of all Black women
respond to the survey so that a complete profile of the
Black woman administrator can be developed. This study is especially
important to me because I am a Black woman administrator in a
California community college.
Therefore, I implore each of you to
complete you~ survey and return it immediately as a gestu~e of your
suppo~t
for the research study and a contribution to the study of
Black women.
administrato~s

THE CONFIDENTIALITY OF YOUR RESPONSES WILL BE MAINTAINED. THE CODE
WHICH APPEARS AT THE TOP OF PAGE 1 WILL ASSIST WITH FOLLOW-UP
ACTIVITIES AND MAlt£ IT POSSIBLE FOR YOU TO RECEIVE THE RESULTS OF THE
STUDY.
Thank you

fo~

your support.

Sincerely,

~~

Marian c. Shivers
Associate Dean
Yuba Community College

C~IANCE!LOP.'S OFFICE

{916) 322-4005

-

CALIFORNIA COMMUNITY COLLEGES
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1107 NINTH ST REET
SACRAMENTO, CALIFORNIA 95814
(916) 445-8752

Appendix D

•

···-··~·

-

""

October 24, 1984
f---

Ms. Marian C. Shivers
635 California Street
Woodland, CA 95695

-

Dear Ms . Shivers:
It is, indeed, a pleasure for me, as Chancellor of the California Community
Colleges, to endorse your research study entitled "Black \~omen Administrators
in California Community Colleges: Their Perceptions of Sex Discrimination and
Affirmative Action ."

. .i

---

-=

This study should provide information and data on Black women administrators
in California Community Colleges. Further, it will make a significant contribution to the research on Black women. The results should be of particular
interest to the Affirmative Action Unit. Therefore, I urge the Black women
administrators to fully cooperate and support this study by responding to the
survey .
I wish you much success .

,
'JLefffh~~
l/

~

-J

"1
1-

~

Sincere 1~..--1

·I

.

/

Ger.aT c! C. Hayward
Chance 11 or

I

/

/

••

/

=

" - - - - -=
-

·

-

GCH/mh

-

f===

-

§====
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Institute for
Leadership

Appendix E

D~v~lopment
135 North 2nd Avenue, Phoenix, Arizona 85003
(602)2~7722,ext.227

O:::tober 29' 1984
Funded by:
The Fund
tor the
Improvement
of
Postsecondary
Education

Sponsored by:
The League tor
Innovation
in the
Community College
The
American Association
of Women in
Community and
Junior Colleges
Rio Salado
Community College

~.arian c. Shivers
Associate DEan/center Director
Yuba College
WOOdland center
635 california Street
WOOdland, CA 95695

Dear Marian:

are happy to hear of your interest in researching
black -w:.men administrators in California camumity
colleges concerning their perceptions of sex discrimination and affirmative action issues.

We

we think that your first purpose, to develop a profile of
black w:::m=n in the top three administrative levels of the
ccmnunity college system, will greatly contribute to
needed data concerning corrmunity college wanen administra-

tors.

we very much support you in this endeavor

and will help
you in any way possible. We have names of several black
w::m:n presidents nationally as well as the large group
of black "Ieaders" at the middle management level.
Good luck to you in your study!

Sincerely,

Ji:;;;;;i
Mildred

LFADrnmiTP

Bulp~tt

Project Director

n=DP(1.i.,

carolyn r7~jardins
Project Coordinator

CD/lh·
Rio Salado Community College
Myrna Hani$011. p...,,denl
A MARICOPA COMMUNITY COLLEGE
Equal Opponunity/ AffirmaiM! ACiion
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Appendix F

BLACK WOMEN ADMINISTRATORS IN
CALIFORNIA COMMUNITY COLLEGES:
INFLUENCES OF SEX DISCRIMINATION
AND AFFIRMATIVE ACTION
1---

i
'~--

~

-

-

·====
9
-~
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~:- .
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:----- -- --- -•
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MARIAN C. SHIVERS
DOCTORAL CANDIDATE
UNIVERSITY OF THE PACIFIC
~-

"""""!

r------------;
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(HANCIUOO'S OfiiC£

(9J(j) )2;?-1JQ05

CALIFORNIA COMMUNITY COLLEGES
1101 f.Hf'Hft STREET
~ACflAMENfQ,CALIFOHNIA 9581•
I~
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Appendix o

October 24. 1984
11s. Marian C. Shivers
635 California Street
Woodland, CA 95695

It is, indeed, a pleasure for me, as Chancellor of the California CoiiVllunity
Colleges, to endorse your research study entitled "Black Women Administrators
in California Community Colleges: Their Perceptions of Sex Discrimination an~
Affirmative Action."
This study should provide information and data on Black women administrators
in California Comunity Colleges. Further, it 1·1ill rn<Ji<e a signifit:ant contribution to the research on Black women. The results should be of particular
· interest to the Affirmative Action Unit. Therefore, I urge the Black women
administrators to fully cooperate and support this study by responding to the
survey.

I wish you much success.

GCH/mh
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Dear Administrator:
I A~ a doctoral candidate at the University of the Pacific, Stockton,
California.
I am in the initial stages of gathering data and
information for my doctoral dissertation -- Black ~omen Administrators
in California Community Colleges: Influence of SeJC Discrimination and
Affirmative Action.
The primary purpose of this study is four-fold.
First, it vill
determine the extent to which Black women arc employed in the top
three
levels of community
college administration
in California.
Second, it 1o1ill gather demographic and attitudinal data about these
Black wocncn.
Third, it ~o~ill report the observ;>tions of Black women
currently employed in top-level positions regarding discrimination as
they
have
personally
experienced
it
and
their
perceptions
and
influence of affirmative: action.
Finally, this study will emphasite
the societal trends vhich have influenced che role of Black women in
the labor force.
A ·search of the litcrature revealed no ocher study specifically
concerned vith Black women administrators in California community
colleges.
This study should validate your contributions co and
involvement in the California coomunity college sysceo and serve as a
d.1ta base for future research.
goal
is
co
have
100%
parc:icipation
of
all
Black
vomen
adciniscrators respond to the survey so that a complete profile of the
Black woman administrator can be developed.
This study is especially
important to me because I am a Black woman adoinistrator in a
California community. college.
Therefore, I implore each of you to
complete your survey and return it immediately as a gesture of your
support for the research study and a contribution to the scudy of
Black vomen.
Hy

THE

CONFIDENTIALITY 01' YOUR. ltESPONSES WILL BE KAINl'I\INED.
TilE CODE
APPEARS AT THE TOP 01' PACE 1 WILL ASSIST WITH FOLLOW-UP
ACTIVITIES AND KA~E IT POSSIBLE !'OR YOO TO RECEIVE THE RESULTS 01' THE
STUDY.
~lliCB

Thank you for your support.
Sincerely,

~~

Marian C. Shivers
Associate Dean
Yuba Community College
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Institute for
Leadership
Development
1JS North 2nd Avonuo, Phoonix. Arizona BSOOJ
(602) 256-7722, OX!. 227

O::t.obcr 29, 1984
Funded by.

Tno F'und
lortne
lmg,overnenl
of
PosrsecDnd~tv

Ec2-.H!iltOn

~.:u-i.:m C. Shiver:;
Associate DE.ln/Ccntcr Director
'luhl COllege

Wxxllan:i
Soonsored

or:

rne League lOt

Cent~

635 california Street
l'bxiland, CA 95695
02ar H.arian:

lnnova11on
tnffle

Commun.ry Conege
fho
American Assoc•attan

1-.12 are happy to hear of ya.~r interest in· researching
black w::rnen achninistrators in california ca:munity
colleges concerning their perc:etJtions of sex discrimination and affinN:Itive action issues.

ofWOtnenan

Commut'dylnd

Ju<liot ColfeOts
Rio Salado
Community College

We think that your first pw:pose, to develop a profile of
black \oiOTiell in the top three ad:ninist:rative levels of the
camunity college system, will greatly contribute to
nee:ied data coocerning ccmrunity college~ administrators.
We very III..ICh support you in this cn:leavor and will help
you in any way possible. We have names of several black
w::nen presidents nat.ionally as \oA:!ll as the large gro.1p
of black "Leaders" at the middle rnanagerent level.
G:xxl luck to you in

:roour

stu::lyl

Sinoerely,
INSITlUI'E FOR I:EJ\OERSHIP

~,}n0, ~,(_

~pl.tt

0~

Gltr_/~c

carolyn "~a.rdins
Project OX>rdinator

E'n)ject Director

CO/lh

___
..

Rio sac- c:-muN~y Col'A ~ACIQIAaJNIYC0U(Q(
(

~,----~

·-
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A SURVEY Of BlACK WOMEN
CH TOP-lEVEL ADMINISTRATIVE POSITIONS
IN CAlifORNIA COMMUNITY COLLEGES
~-----

DIRECTIONS:
Please co•plete all sections of the survey as fully, honestly and
candidly as possible.
Respond briefly and succinctly to the openended questions.
Words and phrases are entirely acceptable.
Co•plete sentences are unnecessary.
~

::!

PERSONAL DATA
1.

Age (circle one)
a. 30 or under
b. 31 to 40
c. 4 I to 50
d. 5 I to 60
e. 61 or over

2. Marital Status (ci rc:le one)
a. Harried
b. Single, never married
c. Divorced
d. Separated
e. IHdowed

3. Your order of birth (circle one)
a. First-born
b. Middle
c. Last
d. Only child
e. Between first and last, not middle

1- -...-= - .

-=---J
'~

-= ~

~

-o:
· ~· ·

J

4, Number of siblings in your family? _____
5. Parental information:
a. Highest Educational Level Completed:
Elementary
I

Mother

2 3 4

.-

s

6 7 8

High Sch
9 10 l 1 12

.~

Coll

~

Master's Doctor's

1 2 3 4

Father
-

f--

-

b. Occupation:
Mother---------------------------------------------------------Father----------------------------------------------------------

=

~

6. «ow many children do you have?
·--

_,
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7. Academic

dc~rees:
Ch~ck

approp~iate

box(es)

INSTITUTLON

NAHE

Yea~

Doctorate
Master's
Bachelor's
Associate's
8.

If you do not hold a doctorate,
doctoral p~ogram?
___Yes
___ No

a~e

you

cu~rently

en~olled

in a

expected: ______________

Deg~ee

Date:

9. Reasons fo~ completing docto~ate: (circle all applicable)
a. Self-fulfillment
b. Caree~ or professional goals
c. Sala~y advancement
d. Other:
e. Other:
10. Source of motivation for advancement: (circle all applicable)
a. Family
b. Professional affiliates:
I. Mother
I. Hentor{s):
2. Father
b. Females:
a. Male:
J. Sister
1. Black
l. Black
4. Brother
2. 1/hite
Z. White
5. Other:
3. Other
3. Other
11. Please explain the greatest influences or sources of motivation
which led you to become a successful community college
administrator.

2
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f.-

PROFESSIONAL EXPER[ENCE

-·

cha~t lists positions.
Ca~efully follow the
above the fou~ columns and mark a response for
columns A, 8, C, and D.

l2. The f ollowing
inst~uctions

A, Curr<!nt
Position

·a. Des i

~ed

c.

Position
in 5 yr:s

Desi~ed

Position
Ultimately

f---

D. llrite
Number
Yea ~s in
Position

P~esident

Superintendent
Chancello~

I~

1- = - - - - -

-

Vice

~~

P~esident

Full
Dean

~

- ~

-

_ j

Associate
Dean

"

Assistant
Dean

-j

·~

_..;
_ _:

Directo~

Division
Chair

.....
~

Othe~
~

13. Full title of

cu~rent

position:

Number of years in this position :
14.

P~esent

Salary

(ci~cle

a.

or under

b.

- 34,000
- 39,000
- 44,000

29,000
30,000
c. 35 , 000
d . 40,000

most

app~opriate

-

range)

e. 45 , 000 - 49,000
f. 50 , 000 - 54,000
59,000
g. 55,000
h. 60,000 or ave~

-c

[~

_-

:J
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D[RECTlONS FOR lTEHS 15-18
Rank each ite11, 15-18, according to their i'lportance to you.
Put
a check in the appropriate nuabers in the colu11ns fro• l (least
iaportant) to 5 (•oat i•portant). There are four lines 11arked Other at
the end of each itea, use these linea to indicate additional ite11s
that you believe are i11portant and rank thea also.

15. Reason(s) for accepting current position:

Least
[mpt.
1

Host
[mpl •

2

3

5

4

a.
b.
c.
d.
e.

Parental encourallement
Salary advancement
Parental role model
Black woman role model
Hentoring relationshiof. Spousal suocort7encouragement
g. llork experience
h. Desire for power
L Personal llratification
j •

Other:

k. 0 the r:
1. Other:
m. Other:

16.

Personal characteristics and skills
necessary for a successful administrative career:

Least
[m t.
1

a.
b.
c.
d.
e.
f·.

g.
h.
i.
j.

k.
l.

m.

Interpersonal skills
Flexibilitv: Resoonsiveness to change
Organiz:ational abilitY
Fairness and ob1ectivity
Self-conficence
Sense of humor
Decision--.Dakinlt skills
Intelligence
Communication skills
Good health (mental and ohvsical)
Patience
Conceptual skills
Enthusiasm

n. Other:
o. Ocher:
P•

Other:

q.

Ocher:

4

2

Host
[~~t.

3

4

5

178

1 7. Knowledge a bout the following areas of

t.eas t
mpt.

Host
I mJ) t.

1

study for Black women aspiring to a
career in administration:

1

-

2

5

4

3

a. Legal issues pertinent to
communit:z:: college administration
b. Collective bargainlnll:
c. Personnel manap;ement
d. Educational issues
e. Fiscal management
f. Institutional planning:
(short and long range)
g. Community services functions
h. Management during declining
or stable enrollments
1 . Group dynamics
j. Open door concept
I

lc.

Other:

l. Other :

m. Other:
o. Other:

18. Reasons for scarcity of Black women

in CCC administration:

I

a. Hale attitude s
b. Discrimination
c. Biltotrv
d. Socializ:ation
e . Women ' s own preference
f. Lack of tt"aining exoerlence
g. Lack of role models
h. Other obligations or oriorlties
L

Other :

1. Other:
k.

Other :

l. Other:

5

Host
Impt.

Least
Impt.
2

3

4

5
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19. Lndicate to what extent you feel that you have been discriminated
against in your professional career on the basis of sex and/or
race.
(Column A) Also indicate whether that discrimination had a
negative or positive effect on your administratiave career.
(Column B)

1-'·

Extent of Discrimination
No
Great
0 is c.
Disc.
I
2
4
3
5

B•

Effect on

Caree_~

Neg.

Pos.

I

5

a. Race
b. Sex
c. Race and Sex
20. Has race or sex caused the greatest source of discrimination in
your career? Please explain.

21. Lndicate the extent to which you feel you[" administrative ca["eer
has been advanced because of race O[" sex:
No
Adv.

.

I

a. Race
b. Sex
c. Race and sex

6

Great
Adv.
2

3

4

5
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22.

tndicate the extent to which you have either cxpert.enced or
percet.ved the following forms of discrimination during your
administrative career.
For each itea, a-e, chec~ et.ther
experienced or percet.ved, not both.

None
l

a. l'rejudice against
hiring a Black

Experienced:
Perceived:

b. Prejudice against
hiring a woman

Experit!nced:
Perceived:

c. Different salaries
for men and women
vi th the same
traint.ng and
experience

ExPerienced:
Perceived:

d. Different policies
cegarding tenute,
seniority, and
promott.on based on
race and/ or sex

Experienced:
Perceived:

e . Lack of authority
even thoug_h ti.tle
implies power

Exoerienced:
Perceived:

Great
2

3

4

5
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AFFIRMATIVE ACTION (A.A.)
23, Carefully mark your responses in the columns indicating your
perception of affirmative action in your district.
YES

NO

a. Does your college have a written A.A. policy?
b. Does your college district have a written A.A.
policy?
c. Does your college have an A. A. Officer?
d. If your college is part of a multi-campus districe, does the A.A. Officer function at the
district level?
e. Is the A. A. Officer's position full-time?
f.

Does the A.A. Officer influence the hiring/
promotion process in your college/district?

g. Have more Black women been hired/promoted to

administrative pos i tiona as a result of A.A.
policies?

24. Vhat is the specific title of the person charged with Lh~
implementation/execution of A.A. responsibilities at your college/
district?

25. To what position (title) does the A.A. Officer directly report?

26, A.A. Officer is: (circle one)
a. Asian
b. Black
c. Hispanic
d. Caucasian
e. Other

8

27. Sex (circle one)
a. Female
b. Male
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28.

If you wish, please make any additional comments on the
influence(s) of sex discrimination and A.A. and their impact on
Black women in California Community Colleges.

CONCLUSION

29.

If you are willing to participate in a follow-up telephone
interview, please list your phone number and the most appropriate
time to contact you.

Thank you for your contribution to thia atudy.
If you v1ab to
receive the results, please check the box below.

D
Mail survey in enclosed envelop to:
Harlan c. Shivers
635 California Street
Woodland, Ca 95695
(916) 666-4454

9
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Appendix G

BLACK WOMEN ADMINISTRATORS IN
CALIFORNIA COMMUNITY COLLEGES:
INFLUENCES OF SEX DISCRIMINATION
AND AFFIRMATIVE ACTION

SECOND REQUEST
Please respond immediately
or disregard if you have
returned your survey.
Thank yoLt.

MARIAN C. SHIVERS
DOCTORAL CANDIDATE
UNIVERSITY OF THE PACIFIC

